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INTRODUCTION
This paper reports a study of forest workers engaged in the industrial
operations of logging and related activities. The study's objective is to
contribute toward knowledge of the forest workers as a social group within
the industrial community, including relationships with the family, local
community, and work situation. Their reasons for choosing a forestry
occupation are of particular interest as are decision processes concerning
choice among employment alternatives. The hypothesis was that these
characteristics of forest workers were related to observable features of the
labour supply in the forest industry : Availability, stability and productivity
of workers in the forest labour force .
The potential contribution of this work to theoretical development lies in
its attempt at a synthesis of economic and sociological concepts relating to
occupational choice. It seeks to show the variety of economic and
non-economic factors influencing workers' employment decisions, including
the relative importance of these factors to forest workers, and , to some
extent , rural workers generally. The comparisons drawn with results of
studies in other industries will, it is hoped, make this work a useful addition
to literature on the comparative sociology of industries.
The first chapter reviews generally the nature of forest work and
summarizes literature on the problems of forest labour supply. It also
introduces the notion of community as a framework for the study of forest
workers . Chapter II specifies the study objectives and the general model for
job choice. It delimits the scope, size and setting of the study, and describes
the fieldwork and data-handling procedures. Chapter III presents a social
profile of the forest workers interviewed, including personal, family and local
community characteristics. The fourth chapter discusses work-related characteristics of the sampled forest workers-career patterns (including interregional, inter-industry and inter-company mobility) , characteristics of their
immediate jobs and the broader job situation, and attitudes toward their
current employment. Chapter V examines in detail the forest workers' most
recent employment decisions. Reasons for job terminations and job acceptances , in combination with expressed future work goals , are used in an
attempt to reveal processes underlying the job-choice decisions. Chapter VI
serves to bring together the study results and relate them to characteristics of
the broader forest labour force . In light of the data, some speculative
interpretation of current trends in the forest industry is essayed.

CHAPTER I

FOREST WORKERS AND THE FOREST INDUSTRY
THE NATURE OF FOREST WORK

Forest workers are engaged, directly or indirectly, in the production of
industrial wood from standing trees in the forest. In the virgin forest,
operations begin with measurement of the timber inventory and the
engineering planning required for its exploitation. The operation culminates
in delivery of logs to the conversion plant-sawmill, pulpmill or plywood mill.
Natural or artificial regeneration of the forest usually follows logging.
This study focuses on workers involved in harvesting the mature trees: The
loggers, their direct supervisors and support personnel. Their work is generally
performed out-of-doors under the variable environmental influences of
climate, topography and the forest itself. The forest constitutes a heterogeneous raw material, the trees differing in species, size, quality and value.
The task of the loggers is to convert the trees into a variety of intermediate
products-logs of more closely specified size, quality and condition for a
given species, as required by the converting mills-and to transport the logs
from widely-dispersed harvesting areas to a centralized conversion facility.
Hence, logging includes equally the processing and materials-handling aspects
of manufacturing these intermediate products.
Specific logging technologies vary widely, but the general sequence of
operations is as follows. Trees are felled either by men operating powersaws,
or more recently, by tractor-mounted hydraulic shears. The trees may be
limbed, topped and cut into logs at the stump area or at a later stage of the
operation. In the primary transport phase, trees or logs are taken from the
stump area to a temporary storage point, or landing, at the forest roadside.
Any of a variety of primary transportation methods are used; cable systems,
tracked tractors and wheeled skidders are most common. In the region of this
study-the Northern Interior of British Columbia-tractor and skidder
techniques are of principal importance. The logs or trees are secured to the
machine with cables, and the trees, one end suspended behind the tractor , are
dragged or skidded from the stump area to the forest road. The machine
operator unfastens his load at the roadside landing, then returns to the felling
site for another. At the landing, a powersaw operator trims off limbs and
tops, and cuts the trees into required log lengths if this has not already been
done in the stump area. Periodically, when sufficient logs have accumulated

3

OCCUPATIONAL CHOICE AND EMPLOYMENT STABILITY

in the roadside landing, a loading machine operator places the logs onto a log
truck. The logs may then be taken directly to a converting facility or to a
riverside , railroad yard or other transfer point for further transport.
The occupations directly involved in logging production are mainly
semi-skilled, operative in nature. The main unskilled occupation is that of
"chokerman"l-the traditional entry job in the woods-however, these are
not present on every operation. In addition to the direct production workers,
there are logging supervisors and foremen , road construction workers ,
equipment repair and maintenance workers , scalers and tallymen measuring
log production, timekeepers and accounting personnel, cooks and loggingcamp general-service workers. The kinds of occupations and rewards available
in forest work relative to the rest of the occupational structure in a region
influence the supply of workers , both quantitative and qualitative , available
to the forest industry.

SUPPLY OF FOREST WORKERS

The supply of forest workers is a topic often described in the forestry
literature as "the woods labour problem" (Rivard, 1943; Bromley, 1970).
The problem is that companies operating in the forest industry cannot always
recruit sufficient workers with the requisite skills in return for the set of
wages, working and living conditions which the industry feels it is able to
offer (Granskog and Manthy, 1970). It can be thought of in classic labour
supply terms . In the woods , the marginal productivity of labour is in many
cases lower than it is in alternative employment. Other industries where the
marginal productivity of labour is greater can afford to bid labour resources
away from the forest industry. For example, construction, mining and some
types of manufacturing compete in essentially the same market for men of
similar skills as does the forest industry. Skilled tradesmen wanted in forestry
operations may also be in demand for higher-paying jobs in urban areas. Thus ,
the forest industry is forced to pay higher wages to labour. To the extent that
it cannot, there is an apparent shortage of labour in the woods (Adams,
1953). Opinion varies as to the seriousness of this labour supply problem.
Donnelly (1963), after examining woods labour trends in Northern Main,
1 Readers

unfamiliar with the limited amount of forest industry terminology
used in the paper are referred to: W. F . McCulloch. 1958. Woods Words: a
comprehensive dictionary of loggers' terms. Champoeg Press, Oregon.
vi + 219 pp.
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" . .. could only conclude that predicting the future supply of woods labor,
even on a regional basis, is a difficult and complicated problem . . . ". In that
region, " ... it seemed reasonable to assume that labor scarcity was not a
problem in the short-term, but could be in the long-term, as the succeeding
generations become better educated and more qualified for alternative
employment." (pp. 30, 31). He found little agreement among local forest
industry or labour authorities regarding the importance of potential labour
shortages.
To counter the increasing cost of forest labour, attempts are made to
increase the productivity of woodsworkers through greater investment in
harvesting machines and rationalization of operations. For example, in the
coastal region of British Columbia productivity in logging doubled from 18
cubic feet of wood per man-hour in 1950 to 35 cubic feet in 1968 (Ross,
1969). At the same time the number of men in the coastal logging labour
force declined by 20 per cent. By augmenting the productivity of labour, and
economizing on labour, the forest industry is able to pay employees higher
wages and so compete with other industries in obtaining workers . The result
of such efforts over the long run can be seen in Fig. 1.1 , where total forest
harvest and employment indices are shown for British Columbia, 1911-61.
The marginal productivity concept is useful for theorizing on broad trends
in wage levels and the movements of labour resources. Yet it is logical that
many non-economic factors also affect the labour supply of a given industry
(Phelps, 1955 ; Smelser, 1963). Social factors-personal background, family
composition, considerations of security and status and the nature of local
communities-all exert pressures which influence the decisions of workers to
work, or not to work, in a given occupation or industry . Workers' disutility
that is associated with unpleasant aspects of the work and associated
conditions may require payment of wage premiums in addition to marginal
product. Hall (1969) wrote: "If a position is hard to fill, the reward structure
must be such that people are attracted to the position despite its difficulties."
(p. 299). At almost any price, however , it is conceivable that some proportion
of potential workers would remain unavailable to the forest industry.
Stability-the permanence of the attachment of workers to their jobs-is an
important feature of the labour supply available to a given industry. Its
opposite aspect is "turnover", or "instability", reflected in the mobility of
workers. Mobility may refer to inter-regional movements (e.g., migration from
one part of the country to another), inter-industry movements and/or
intra-industry occupational shifts. Such movements may be described as
upward , downward or horizontal in terms of the general occupational
structure.
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Labour-force turnover in forestry has been much greater than in other
comparable industries (Hamilton, 1953; Boswell, 1966), as measured by
company records of hirings and separations. However, voluntary movements
of workers are sometimes difficult to separate from seasonal activities in the
industry as a whole. In Eastern Canada (Le., east of the Rockies) the average
weekly turnover rate for workers in logging was about 11 per cent of the
logging labour force in 1965 (Campbell and Power, 1966). The rate has
shown a gradual decline from the 1952 figure of about 14 per cent. "Quits to
be replaced" amounted to about 2.7 per cent of the logging labour force each
week for 1964-65, compared to 7.4 per cent for 1951-52. Comparable
information for other industries showed that average weekly hiring and
separation rates in 1963 were: Forestry, 7.0 per cent; construction, 3.8 per
cent; and all industries 1.4 per cent (Campbell and Power, 1966). Thus,
"quits to be replaced" for the logging industry were proportionally more
frequent than separations for all reasons, for all industries combined. This
indicates that labour-force turnover, even apart from seasonal effects, is
relatively high in the forest industry.
In forestry, according to the available literature, labor-force instability has
reflected:
1. movement of men from one logging camp to another in search of. better
conditions and better pay, or bonuses on piece-rate payment systems
(Hartgerink,1959);
2. lack of settled community relationships in the camps, since mainly
transient workers were attracted to the industry and family men were not
(Hayner, 1945; Koroleff, 1951; Miller, 1967; Poirier, 1969);
3. the seasonal nature of logging operations (Hughes, 1943; Jensen, 1945;
Engberg, 1948; Heikinheimo and Ristimiiki, 1965; Hahtola, 1969); and,
4. the transience of the forest industry itself, in the absence of long-term
forest management practices (Van Tassel, 1940; Koroleff, 1951; Complin,
1952; Allen, 1964).
Forest companies and the forest industry generally have found this a costly
administrative phenomenon, disruptive of planned production operations. It
is a disincentive to training programs designed to upgrade the skills of
employees (Cartter, 1959; Becker, 1964; Swan, 1969)-a situation that does
not appear to be in the long-run interests of employer or employee . Greater
employment stability among forest workers would seem to be a worthwhile
goal. If so, there is need for basic study of the processes involved in
labour-force mobility, since an understanding of the mechanisms and
motivations at play is a first step toward possible stabilization (Mayo, 1962).
It is also useful to compare the situation of forest workers with those of other
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groups of industrial workers studied elsewhere (e.g., Walker and Guest, 1952;
Chinoy , 1955 ; Blauner, 1964). Observed points of similarity and difference
would further understanding of unique features of the forest workers'
occupations.

FOREST WORKERS AND THE COMMUNITY

Numerous factors are potentially important to the process by which forest
workers compare , and select among, employment alternatives. The individual
worker'~ job choices determine the degree of individual mobility; in the
aggregate, these choices determine the labour-force characteristics of an
industry. To study this process, a concept is needed which encompasses the
many-dimensioned relationship of the individual worker to the aggregate. One
way of approaching this is through the sociological concept of community.
According to Nisbet (1966), the idea of community
... goes far beyond mere local community. The word encompasses all
forms of relationship which are characterized by a high degree of personal
intimacy, emotional depth , moral commitment , social cohesion, and
continuity in time . (p. 47).
Martindale's (1960) viewpoint was more process oriented:
When a plurality of persons interacts over a period of time, tendencies
toward stability, consistency, and completeness are constantly at work. The
operation of these principles forms human behaviors into societies and
communities of men. A society is the largest total system of inter-human
life distinguishable as a unit. Such total systems may be composed of other
more harmonious and intimate systems known as communities. (p. 147).
These definitions of community emphasize interaction among people working
toward commonly-held individual and social goals. The nature of the goals
and of the interactions changes over time to meet changing conditions. Burch
(1969) noted that
. .. communities can only be viewed as a process of ever changing territorial
and symbolic boundaries. (p. 96),
and outlined four essential elements of community: A sense of belonging
developed in community members toward their group and territory ;
regularity of patterns of interaction of community members to reinforce their
sense of belonging ; a system of authority to reaffirm collective values; and a
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shared set of mutual expectations. To these might be added the relationship
between the community members and elements of their external "survival
space", including the economy, the environment and the larger society in
general. The industrial community, wrote Blauner (1964)
... is made up of a network of social relationships which are derived from a
work organization and which are valued by members of the community.
For many factory workers the plant as a whole is a community, a center of
belongingness and identification, which mitigates feelings of isolation ... .
An industrial community also has a structure of norms, informal and
formal rules, which guide the behavior of its members. Industrial
organizations differ in the extent of normative integration, and this is
important in determining the employee's sense of belonging to a cohesive
work community. Industrial organizations are normatively integrated when
there is consensus between the work force and management on standards of
behavior, expectations of rewards, and definitions of fair play and justice,
and when there are agreed-upon "rules of the game" which govern the
relations between employees and employers. (pp. 24, 25).
The industrial worker exists within a network of community relationships
extending to his family, work associates, local community, and, beyond, to
the broader society or national state. The particular relationships occur
within a developing context of economic, environmental, resource and
technological conditions or constraints .
The concept of community can provide testable hypotheses regarding
job-changing behavior observed among forest workers . Because of the
frequently isolated nature of their work, woodsworkers might be expected to
exhibit special community relationships, adaptations , or perhaps signs of
stress which would differ from the general population. Instability of job
tenure seems a possible reaction to stress in community relationships.
Mobility could be seen as an effort to relieve stress by moving toward a more
desirable set of community relationships. Mobility which is rational from the
individual's point of view, in terms of improving his overall relationships
within the community, may not necessarily appear rational when viewed in
purely economic terms. On the other hand, structural constraints beyond the
control of the worker may exert a force toward greater job mobility than the
individual would choose voluntarily.
The approach taken in this study is that it is the individual's relationships
to the community that should be examined with respect to understanding
job-choice behavior. When information concerning individuals is aggregated it
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may reveal the more important collective values that bear upon attitudes
toward employment, particularly forest industry employment. Individuals in
the "plurality of persons" comprising the hypothesized community could be
described according to various attributes at a particular point in time,
including: Personal characteristics, family characteristics, work characteristics, the individual's local community of residence, and relationships to the
broader society. Forest workers within a regional area could constitute such a
plurality. Through daily interactions at work, at home , and in the local
community, relationships develop among them. The elements of community-collective values , mutual expectations, a sense of belonging and overall
reinforcement through authority systems-arise through these relationships.
However, the elements of community, and even its existence, are not
directly observable. Community is only a set of relationships among people.
What can be observed are the characteristics of individuals and some aspects
of their behavior. From these observations the nature of community might be
inferred. Community as a concept serves mainly to organize understanding of
the behavior of particular groups of people , in this case, workers in the forest
industry.
These thoughts lead to a number of questions that could be answered
empirically:
1. What are fo rest workers like, in terms of individual and collective
attributes, and how do they compare with other distinguishable groups in the
population?
2. What historical series of occupations and employment choices has led
forest workers to the jobs they now occupy?
3. How do the forest workers view their present work?
4. What factors motivated the forest workers' job-choice decisions?
5. What expectations or ambitions do the forest workers have regarding
their future, and how are these consistent with past job choices?
6. How do forest workers differ from workers in other industries?
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CHAPTER II
STUDYING THE FOREST WORKERS

THE STUDY OBJECfIVE

The specific objective of this study is to determine factors which have
influenced the job-choice decisions made by a representative sample of
individual workers in one particular type of employment. Individuals selected
for the study were workers currently employed in various phases of logging
operations, since the job-choice decision processes of these people are of
specific interest in forestry. The sampled individuals, however, are considered
in a broad sense as "workers who happen to be employed in the woods now".
The social and economic factors and events leading to their current
employment are of principal interest. These may help to explain why men
become forest workers , given the other possibilities (or perhaps lack of
alternatives) that are open to them (Santopolo , 1962 ; Ferragne, 1967). They
may also help to explain the observed instability in the forest industry labour
force.
Individuals who have chosen to leave the forest industry are not a specific
subject of study. It would have been desirable to compare the characteristics
of former forest workers with those of the current workers to check for
obvious differences. However, the task of finding these people was beyond
the resources available to the study; suitable historical personnel records were
also unavailable. This leaves a gap in the picture of forest workers presented
here which dictates a certain qualification of the study results (Upset and
Bendix, 1967).
THE STUDY MODEL

The schematic in Fig. II.1 illustrates relationships among the concepts
involved in the proposed investigation. The basic hypothesis is that individual
attributes , together with the available opportunities and existing community
relationships, influence forest workers' job-choice decisions. These individual
decisions , in the aggregate, determine the overall labour supply characteristics
of the industry-in particular, the mobility characteristic. Observations were
made of the attributes of individuals and of the employment decisions they
have made. From these, the nature of community relationships and their
significance to the labour force characteristics of the forest industry were
inferred.
11
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The schematic indicates that motivation to change jobs does not directly
depend on an individual's satisfaction with his current employment. Rather,
satisfaction levels are modified by "structural constraints" which surround
the individual worker. Constraints may include ties to the family, work
group, employer, trade or the local community. Alternatively, economic or
technological conditions in the industry at a given time and place may
constitute an important constraint on job opportunities and choices. Both
relative levels of satisfaction and structural constraints could influence the
individual's decisions regarding his work.
Prior to actual fieldwork it was somewhat difficult to speculate on which
factors might be most important in determining choices made by forest
workers among alternative employments. However, some possibilities include:
1. Personal characteristics: Age and education are expected to significantly
influence job choice. Mobility generally declines with age (palmer et al.,
1962; Miller and Form, 1964), and with increasing length of experience or
training in a given field. Physical and psychological characteristics are
undoubtedly important, but these were not specifically studied.
2. Family characteristics: Family background may influence employment
opportunities as well as choices. For example, recent immigrants might find
few alternative jobs open to them and so tend to show less movement in the
labour market. Children of a given social class tend to remain in that class;
thus, the occupation of the father may strongly influence the occupation
chosen by the son (Miller and Form, 1964). Married men, especially those
with young families, might be expected to be somewhat less mobile than
single men. In general, it is expected that a worker would choose employment
which would improve prospects for a stable family life.
3. Work characteristics: The nature of the immediate job-e.g., physical
effort required, work pace, repetitiveness, health, safety-is expected to
influence the job-choice decision. Associated job conditions such as rewards
(extrinsic and intrinsic), social relationships with fellow workers, supervisors,
the union and the company, and opportunities for advancement are also
potentially important factors .
4. Local community characteristics: Whether the worker lives in a logging
camp, rural or urban area as a condition of a particular job may influence his
choice of employment. However, the direction of such influence can differ
for different people, since some prefer a rural, others an urban setting. The
relative adequacy of schools, medical facilities and shopping facilities in local
communities associated with different employment alternatives are of
possible importance, especially to the worker's wife. Also, people's involvement in community organizations (e.g., political, religious) could constrain
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choices. Friends and relatives in the local community could make the worker
relatively unwilling to accept ajob alternative that would mean moving away.
5. Social factors: For various reasons, workers might view certain jobs as a
"move up" in the occupational structure and socially, and thus attractive.
This may occur in spite of lower pay in the more prestigious alternative. On
the other hand, some workers may fear a break from accustomed social
groups if they were to take a management-level job.
Forest workers' employment decisions are probably affected by all of these
influences to varying"degrees. The question raised in this study has to do with
whether there are discernable patterns in these relationships for forest
workers as a group. If so, these are expected to reveal the characteristics of
community relationships, and in turn, provide some rationale for their
observed mobility in the forest industry labour force. An understanding of
job-choice behavior in general is sought; the study is not primarily concerned
with describing or predicting what individual forest workers might do (palmer
et al. , 1962).
Decisions regarding alternative employment could occur quite frequently
for a given worker. Each time that he perceives a valid employment
alternative he must decide whether to stay with the present job or leave. If
not currently employed, he must decide whether to accept the proffered job
or wait until another, perhaps better one comes along. In contrast to this
"continuous search" model of job-choice behavior, a more passive role might
be hypothesized for some workers. While they are employed, neither active
search for other employment nor comparison among alternatives takes place.
When they leave a job-quit, are laid off or otherwise terminated-active
search for another begins. Their search ends with acceptance of the nrst
viable alternative that turns up. This might be termed "intermittent search"
behavior.
Information concerning employment alternatives is not without cost,
especially as it concerns certain non-economic factors. This is particularly so
for forest workers because of the widely scattered locations of different
companies' woods operations. The methods by which news of alternative jobs
is transmitted, and the reliability of information, seem important to the job
choices that may be observed. If such information is weak and unreliable the
rational choice hypothesis concerning job-changing behavior may become
untenable or at least academic; rational choice is difficult without adequate
information. To determine whether the truth lies closer to the continuoussearch or the intermittent-search model is an integral part of the overall
study. The reliability of information is a basic input to such models.
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GENERAL NATURE AND SCOPE OF THE STUDY

To keep the size of the study within manageable bounds, its scope is
limited in several ways. First, it relies primarily upon personal interviews with
individuals currently engaged in logging. Supportive published information
was used where possible. Second , interviews dealt with individual work
histories mainly, with specific detail on only the most recent three jobs held
by each worker. Third, the study is limited regionally, to the Northern
Interior of British Columbia, Canada. Despite these necessary limitations, the
aim is to develop general findings that might have a wider applicability,
especially when viewed in relation to other published research.
Forest workers in four general categories were interviewed, the categories
corresponding to quite easily-defined skill strata. These are:
1. unskilled, comprising general-service workers and manual labourers;
2. semi-skilled, comprising most equipment operators;
3. skilled, comprising tradesmen, or those working as tradesmen, and some
non-manual office workers; and,
4. supervisory, comprising mainly foremen at the woods operations level.
Together, these four categories represent the most likely scope of opportunity for occupational mobility for workers within the forest industry. For
purposes of sampling, each person's employment at the time of the study
defined the skill category to which he was assigned. A tenure requirement of
six months with the present employer was imposed on the sample to obtain
workers familiar with all important aspects of their current situation, and to
exclude part-time student employees.
A number of companies with logging operations in the study region were
asked for cooperation. Where appropriate, union representatives were also
contacted. Those companies that agreed provided a list of employees in their
woods operations, together with notes on their current occupations and
approximate date of hiring. The list was reduced in accordance with the
six-month tenure requirement and the remaining names eligible for the
sample received consecutive numbers. A random sample of approximately
one-third of those eligible, stratified by skill categories, was selected from the
list with the aid of a table of random numbers. Men thus selected were
located, and asked to take part in an interview.
Appendix I presents the interview schedule that was used in the field.
Because of the exploratory nature of the study and the fact that community
is a major organizing theme, the data cover a variety of types of information.
Interview questions were developed both to supply information directly
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relating to forest workers , and to permit some comparison with studies of
workers in other industries. Sources contributing directly to the preparation
of the interview schedule include: Walker and Guest (l952); Palmer et at.
(l962); Miller and Form (1964); Blauner (1964); Myers (l969); and Udy
(1971).
For each worker chosen in the sample the interview covered:
1. overall work history, including jobs held from initial entry into the
labour force until the time of the interview. The data included date and
duration of each period of employment (as well as could be recalled), and the
regional location, industry and occupation of each reported job. The three
most recent rejected employment alternatives were also recorded. (pages 1
and 2 of the interview schedule, Appendix I.)
2. a detailed description of the three most recent jobs in the work history,
including that held at the time of the interview. Points covered included the
nature of the work, income factors, the worker's family arrangements and
local community activities. (pages 3-11 of the interview schedule, Appendix
I.)
3. a record of the outstanding differences, as workers recalled them,
between the jobs they had held and alternatives that they had considered.
This was confined to the most recent three jobs held and the three most
recent alternatives rejected. Points of difference related to the job itself (both
immediate and associated job factors), the worker's family and home
situation, and the local community as perceived at the time of the decision to
accept or reject the alternative employment being considered. (pages 12-19 of
the interview schedule, Appendix I.)
4. information concerning the forest worker's attitudes toward his current
work and his outlook regarding future occupational pursuits. (pages 20 and
21 of the interview schedule, Appendix I.)
5. certain personal biographical information. (page 22 of the interview
schedule, Appendix I.) The interview's purpose was to elicit as much
information as possible concerning each worker's principal community
relationships. This is only successful if all relevant aspects of the worker's life
are given some place in the collection and later analysis of the data. It also
seems logical, for reasons of sampling efficiency, to derive considerable
information from each interview, since the most costly and time-consuming
part of the fieldwork is in locating interviewees and arranging appropriate
meeting times.
THE SETTING FOR THE STUDY

To add perspective to the study , it is helpful to consider briefly the nature
of the region in which it took place. Forest work is considerably influenced
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by particular characteristics of the land, climate, forest resources and
available technology. The current stage and direction of regional development, including local communities and industry structure, determine the
general conditions under which forest workers seek their livelihood. These
contextual features bear importantly upon the forest labour questions being
examined in the study.

The Region
Fig. 11-2 shows the general location of the sampling phase of the study, in
the Northern Interior of British Columbia, Canada. The major physiographic
features of the area are the Interior Plateau (2,000-5,000 feet above sea level)
and the Rocky Mountain Trench on the east, and still further east the
Rockies themselves (5,000·8,000 feet above sea level in this section). The
major drainages are those of the Fraser and the Peace Rivers, the Fraser
flowing south to the Pacific Ocean, the Peace east and north to the Arctic.
Annual precipitation ranges from 15 inches in the central portion of the
region to 60 inches in the mountains to the east. The climate is continental,
with cold winters extending from November to March. Average temperatures
range from about 15°F in January to about 70°F in July. While varying
considerably over the region, "break-up" may occur from March into early
June, and "freeze-up" may last from late September to November. During
these periods, meltwater or rain may turn clay or silt soils into impassible
mud, halting logging operations, and resulting in periods of layoff for the
majority of forest workers. Winter, when soils of poor trafficability are
usually frozen, has been the season of maximum logging activity.
Forests in the area are mainly of the interior Subalpine type (Rowe, 1959).
The characteristic species is Engelmann spruce (Picea engelmanni), and
associated with it is alpine fir (Abies Iasiocarpa), which increases in
abundance with increasing elevation. Areas of past fires are pioneered by
stands oflodgepole pine (Pinus contorta var.latijolia). These species comprise
the principal commercial trees in the study region.
In a socio-economic survey of part of the region, Verner et al. (1967)
briefly reviewed some of its history:
The Prince George district was first traversed [by a European] in 1793
by Alexander Mackenzie. Simon Fraser established four trading posts in the
area between 1805 and 1807, including Fort George which was built in
1807. The region was occupied almost solely by fur traders until after 1865
when further settlement occurred. In the early part of this century
18
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tie-cutting and sawmilling were introduced and a wave of land speculation
followed. Growth was slow between the two World Wars, but both
industrial expansion and population increase have been accelerated since
World War II.
In 1961, Prince George with a population of 13,877, was the largest city
in the interior of the province .... Forestry is the principal economic
activity in the area at present but because of its strategic location Prince
George is growing in prominence as a transportation center and had the
fifth largest service payroll in British Columbia in 1961 . (pp. 1, 3).
Prince George's population in 1966 was 24,471 (B.C. Dept. of Industrial
Development, Trade and Commerce, 1969). Its "strategic location" refers to
the fact that it is a major transportation crossroads for the region. Highways
lead south to Vancouver, east to Edmonton, west to Prince Rupert and the
sea, and north to Dawson Creek, linking with the Alaska Highway. Prince
George is on the east-west line of the Canadian National Railway and the
north-south line of the provincially-owned Pacific Great Eastern Railway. For
people living in the study region, including forest workers, Prince George is
the principal center for most services other than every-day necessities.
Further north by 120 miles is the town of Mackenzie, incorporated in 1965
as the fifth so-called "instant town" in British Columbia. It is a planned town
and offers all modern services to the employees of the forest products
companies in the area. Its population was 111 in 1966, and 4,500 in 1971.
Population is expected to grow to 8,600 by 1973, and reach a maximum of
about 12,500 in 1985 (District of Mackenzie , 1971). Forest workers living in
both Mackenzie and Prince George and environs comprised part of the sample
for this study.

The Industry
The forest industry in the region has grown and changed over the past
decade. Much of this has been a result of vigorous policies established by the
Provincial government, and executed by the British Columbia Forest Service,
to accelerate industrial development in the interior. Ninety-five per cent
of forest land in the Province is publicly owned, and several forms of timber
harvesting licenses have been devised to allocate cutting rights to the
wood-using industries (Nagle, 1970). A major aim has been to stabilize raw
material supplies, and so encourage investment in new conversion facilities.
As a result, the earlier industry structure consisting of many small, often
portable sawmills widely distributed over the region is gradually being
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replaced by a structure consisting of fewer, but larger, integrated companies.
The number of sawmills operating in the Prince George Forest District
decreased steadily from 704 in 1957 to 299 in 1966 (Collins, 1968), and to
287 in 1969 (British Columbia Dept. of Lands, Forests and Water Resources,
1970). In 1960, all 15 of British Columbia's pulp mills were located on the
Pacific coast (British Columbia Dept. of Industrial Development , Trade and
Commerce, 1970). At the time of the study, 7 pulp mills had been
constructed in the interior, 4 of these in the study region.
The trend toward multi-product conversion facilities is associated with
lower production costs and more efficient utilization of the raw materials
from the forest. However, with this change and growth (which represents a
doubling of the annual timber harvest from the region over the period 1957
to 1966) total employment in the industry has remained at about the same
level. Collins' regional manpower survey showed that forest industry
employment levels in the region changed little between 1959 and 1963; the
number of workers in logging was about 3,300 and in sawmilling about 5,300
for a total of about 8,600 (Collins, 1968, p. 9). In 1968, Collins reported
2,358 men in logging, 4,808 in sawmilling and plywood, and 1,186 men in
pulp mills for a total of 8,374 men in the region's forest industries. He felt his
estimate was about 10 per cent low, however , especially with respect to the
number in logging where the operators were dispersed and difficult to
contact.
For the companies listed in Collins' Appendix I, the distribution of logging
employees per employer in 1968 is shown in Table 11-1. The 10 largest
employers accounted for only 40 per cent of the forest workers enumerated
in the survey. Recent expansion of forestry operations into the Peace River
drainage-an accompaniment of the construction of the W.A.C. Bennett
hydro-electric dam on the Peace-may have changed this distribution
somewhat. Mainly , these changes would include several additional companies
in the 40-employee-plus categories.
Collins (1968, p. 8) reported that , of the 2,358 logging employees surveyed
in the region, 90 per cent were engaged directly in production, 8 per cent in
administration, 1 per cent each in skilled trades and clerical work, and less
than 1 per cent in cookhouse and general maintenance. He projected for the
future a total forest-industry labour force of 10,000 in the region by 1973.
This would be composed of 3,000 employees in logging, 4,500 in sawmilling
and plywood and 3,000 in pulp mills. In logging, the trends toward
consolidation and mechanization of operations led Collins (p. 9) to expect
that 77 per cent of the employees would be engaged in direct production, 10
per cent each in skilled trades and administration, 2 per cent in clerical work
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foreign markets in 1970 comprised 80 per cent of lumber production, 56 per
cent of pulp production and 35 per cent of plywood production (British
Columbia Government, 1971). Market fluctuations can affect employment
opportunities for forest workers quite directly, by influencing the level of
required logging activities. During the period of the study, export markets for
woodpulp were poor, and some pulp mills in the Prince George area (and
other areas) closed for varying periods of inventory adjustment. Offsetting
this, however, was a strong lumber market; there seemed to be little resultant
effect on the level of current logging operations.
The Northern Interior of British Columbia is an interesting region for study
precisely because of the young and expanding nature of its forest industry.
The region is not necessarily representative of any other, but neither are the
timber and terrain conditions so uniquely different as to limit essential study
results to the study area alone. The logging technology is similar in most
respects to systems in common use elsewhere in North America, and in fact ,
in many forest areas of the world. The forest workers themselves were
expected to be typical of the men one might find in a relatively frontier-like
stage of modern settlement-younger on the average than the labour force as
a whole, predominantly single, and with a considerable variety of background, experience, interests and goals.
THE FIELDWORK PHASE

The fieldwork period of the study began in mid-July and continued until
late September, 1971. Physical accessibility of the logging areas was at a
relative maximum during this period of the year. Most of the logging camps
could be reached by automobile ; however , visits to active logging operations
usually required the use of a trail-geared motorcycle, in lieu of a heavier duty
vehicle. Three of the more remote camps could only be reached by
float-equipped airplane. Wherever the automobile could be taken, a large tent
served as living quarters and office. For short trips to less accessible
operations,temporary accommodations were furnished in the camps. Sampling during the summer period was not necessarily representative of the
year-round population of forest workers. During summer there are generally
fewer employees and the pace of logging operations is slower than in winter.
Employees working in summer operations are probably more stable on the
average, being more likely to be full-time forest workers.
Selection of cooperating companies in the field was a nonrandom
procedure, having analogies to the "snowball" sampling technique sometimes
used in the social sciences. After officials in the first cooperating company
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had agreed to the study, they suggested other companies that might take part.
In fact, they provided some aid in recruiting other cooperators. Such
departure from the more preferred technique of randomly selecting companies is a deference to the greater practical necessity of obtaining willing
cooperators. Not all firms are willing to allow study of potentially sensitive
internal issues by outsiders. Randomness was introduced within cooperating
firms through the stratified (by skill categories) random sampling of
individual respondents.
Eight companies ranging in size from 10 to over 100 logging employees
cooperated in the study by making their forest workers available for
interviews. Their operations were located to the east, west and south of the
city of Prince George, and to the north of Mackenzie. Two were quite small
local companies, with fewer than 20 men eligible for the sample. Three were
regional companies of medium size, having between 20 and 40 forest workers
eligible. Three were large, integrated, national or international companies
having more than 40 workers on the operations from which the sample could
be drawn. The range of company size and location constituted an attempt to
make the selection representative to some degree of the forest conditions and
industry structure of the northern interior region. Three medium-to-Iarge
companies (two contacted by letter, the other approached in person) declined
to take part in the study. This should not bias the sample importantly, since
other, similar, companies were selected to replace them.
The cooperating companies exhibited a range of technological development
in their forest harvesting operations as well. Two companies were considerably advanced and had introduced recent mechanical developments into their
current production operations. Four were at a standard level technologically,
using techniques and machines that were not revolutionary, but which were
in widespread use in the industry. Two companies were somewhat behind
technologically in both machine type and approaches to machine maintenance. The range of technical standards reflects a variety of management
quality exhibited by the different companies. Another such reflection is the
standard of living conditions in the logging camps provided for forest
workers. Of the companies represented in this sample, two provided no
camps, one provided a camp of extremely poor quality, four provided
adequate, or average camp accommodations, and two had camps that were
outstandingly good.
In all, 78 forest workers were interviewed. They included 8 classified as
unskilled,47 classified as semi-skilled, 14 classified as skilled and 9 classified
as supervisory workers. Twenty-nine of the men interviewed (employed in
three of the cooperating companies) were currently union members. Only
23
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four men refused to be interviewed-one by direct statement to that effect,
the others by studied evasion.
Interviews took place wherever and whenever workers were available, at
work if necessary, but preferably in their home or their room at camp.
At-work interviews were possible with mechanics, welders and other
maintenance workers, camp workers and supervisors, as they could generally
make some time available during the day without seriously disrupting their
work. Production workers were only available before or after their day's
work, or during their days off. In most cases the worker was alone when
interviewed. No attempt was made to standardize this; wives, children,
friends, fellow workers and room mates were present on various occasions.
Workers were dropped from the sample if the interview was not successfully
completed after two callbacks. There appeared to be no systematic difference
between respondents and non-respondents.
The forest workers' reactions to the interview situation varied. For most it
was an occasion of some novelty, and worthy of considered discussion ; for
some it was a rather difficult exercise of memory. Perhaps not all considered
the effort worthwhile, but there were no obviously uncandid responses. The
length of the interviews varied according to both the interest of the
participants and the amount of time they had spent in the labour force. The
shortest interviews were one-half to three-quarters of an hour; the longest
three hours. Most required about one and one-half hours. Questioning
proceeded in essentially the order and form indicated on the interview
schedule (Appendix I). With practise, the questions did not all have to be
read, which made possible a relatively conversational approach.
Answers and comments were recorded by hand on forms during the
interviews; coding was done afterward , and took about one hour per
in terview. Tape recording was avoided because of the possible inhibiting
effects upon interviewees' responses. Most respondents, as well as the
interviewer, found the initial job-history sketch a useful reference tool
throughout the rest of the interview. Nothing in the interview required that
the respondent be able to read or write, thus avoiding possible difficulties
with the occasional functionally illiterate or non-English language person.
There were no insurmountable language difficulties encountered.
The first ten interviews served as a pre-test of the interview schedule and
format. The required changes turned out to be minor ; no questions were
added , subtracted or changed in their manner of presentation. The ten
pre-test interviews were therefore included in the final sample, since their
selection had been equally as random as the rest.
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Some company personnel lists proved to be weak, especially concerning
hiring dates. Lists always had to be checked and revised at the camp level. A
few smaller companies had no lists at all-these had to be developed in
discussions with local supervisors.
The study log was a daily routine, and served to record thoughts on
sampling procedures and background information not provided for in the
interviews. Supplementary sources of local information were checked ,
including libraries, municipal offices, Chambers of Commerce, the British
Columbia Forest Service, the British Columbia Department of Agriculture,
union offices, company hiring halls, industry associations and educational
institutions. Some helpful general information was uncovered, but concrete
data related to the purpose of the study were rare.
DATA HANDLING

Data-collection forms were set up to facilitate direct keypunching onto
computer cards. This minimized the amount of transcription required with its
accompanying opportunities for errors. Occupational and industrial codes and
categories followed those of the Canada Dominion Bureau of Statistics. A
IOO-per-cent check of lists from the data cards against the original data forms
revealed some keypunch errors, which were corrected and re-checked.
Following this an independent 3-per-cent random check failed to reveal
further errors. Logical checks for maximum and minimum values were built
into later analyses. These efforts give reasonable assurance that the data were
free of serious errors. One advantage of the limited size of the sample was the
increased care that could be taken to ensure the accuracy of each observation.
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CHAPTER III
A SOCIAL PROFILE

This chapter responds primarily to the first question of page 10: "What are
the forest workers'lilee, and how do they compare with other distinguishable
groups in the population?" The difficulties of describing the "typical" forest
worker are avoided by presenting simple distributions of attributes of the
sampled forest workers, including: Birthplace and ethnic group, family
background, age, education, marital status and family size, and the
characteristics of their local communities, living conditions and communityrelated activities. Such attributes of individual workers, in the aggregate,
influence the formation of particular community relationships. Characteristic
patterns among forest workers are sought to help understand observed
labour-force behavior. Thus, while the primary aim of this section is to
describe forest workers and to assess the general representativeness of the
sample, frequent note is taken of those characteristics likely to have a
particular bearing on work activities and the job-choice problem.
The sampled forest workers are compared where possible with other
groups, including the general populations of forest workers in British
Columbia and Canada, the rural population of the study region, and workers
employed in other industries and regions. Comparable statistics were not
available for all of the factors of interest. The tables provide greater detail
than is perhaps essential for this study. However, they do help to describe
more fully the sampled forest workers, and may be useful to others who wish
to make comparisons with different industrial groups.
ORIGINS

Birthplace

Most (86 per cent) of the forest workers in the sample were born in
Canada, but as Table III-I shows, only 16 per cent were native to the
Northern Interior of British Columbia. Migration of workers from other areas
in Canada appears to have been an important feature of the forest industry
labour force. In particular, the contingent of workers born in the prairie
provinces stands out. This suggests an important degree of regional mobility
among sampled workers.
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The sample does not appear to differ in any important way from the
distribution of birthplaces of forest workers given in the 1961 Census of
Canada. (Unfortunately, these data were ten years old at the time of the
study. It will be some time before statistics from the 1971 Census of Canada
are compiled and published. Thus, potentially important recent trends are not
reflected in the Census figures reported here.) According to Table III-I, the
proportion of native-born male forest workers was considerably smaller in
British Columbia (76 per cent) than for the country as a whole (90 per cent).
The birthplace distribution for the present sample falls somewhere between
the overall distributions for British Columbia and Canada, but somewhat
closer to the latter than the former. No United States-born persons appeared
in the sample . However, their representation in the forest labour force of
Canada in 1961 was only 1 per cent, so this group could easily be missed in a
small sample. This does appear to be a point of difference between the forest
workers and the general rural population of the study region. Verner et al.
(1967) reported that about 12 per cent of the rural household heads resident
in the Prince George area were born in the United States. Seventy per cent of
their respondents were born in Canada, 18 per cent in British Columbia and 4
per cent in the Northern Interior of British Columbia.
TABLE III-2
PER-CENT DISTRIBUTION OF CANADIAN-BORN MALE
WORKERS IN LABOUR FORCE OF SELECTED
INDUSTRIES, FOR BRITISH COLUMBIA AND CANADA (1961)

Industry
Agriculture
Mining
Construction
Manufacturing
Transportation,
communication,
utilities
Forestry

British Columbia
(per cent)

Canada
(per cent)

53
63
64
65

81
78
73
74

71
76

84
90

Source: Calculated from : Dominion Bureau of Statistics. 1964.1961 Census
of Canada: labour force. Bulletin 3.2-10, Cat . No. 94-527. Queen's
Printer, Ottawa. pp. 10-1,2; II, 12.
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TABLE I1I-3
DISTRIBUTION OF MALE FOREST WORKERS BY ETHNIC GROUP,
FOR THE SAMPLE (1971), BRITISH COLUMBIA AND CANADA (1961)

Ethnic group
British Isles
French
Native Indian,
Metis , Half-breed
Scandinavian
German
Other European
Asiatic
TOTAL

Number of
workers
(sample)

Per cent
workers
(sample)

Per cent
of
workers
B.C.
(1961)

Per cent
of
workers
Canada
(1961)

36
10

46
13

51
6

29
52

6
8
6
11
1

8
10
8
14
1

4
10
7
21
1

3
3
3
10
*

78

100

100

100

*Denotes less than 1 per cent.
Source: Calculated from : Dominion Bureau of Statistics. 1964. 1961 Census
of Canada: labour force. Bulletin 3.2-10, Cat. No. 94-527. Queen's
Printer, Ottawa. pp. 11 -2,42.
Table III-2 compares selected industries with respect to the proportion of
native-born male workers, for British Columbia and Canada . Forestry had the
highest proportion of native-born workers in each case, in 1961. The forest
industry has tended to attract a greater proportion of native-born workers
Canada-wide than is true of other related industries. Relatively isolated forest
industry jobs have apparently not been scorned by native Canadians and left
to immigrants to fill, at least no more than has been true of a wide range of
other industries. In this respect, the sample is comparable to the larger British
Columbia and Canada forest-worker populations.

Ethnic background
The ethnic affiliations of the sampled workers are shown in Table III-3,
together with comparative figures for the forest labour force of British
Columbia and Canada for 1961. The sample of this study reflects quite
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TABLE III-4
PER-CENT DISTRIBUTION OF MALE FOREST WORKERS ,
EASTERN CANADA AND PROVINCES , 1961

Province or region
Ontario
Quebec
New Brunswick
Newfoundland
Eastern Canada

British
(per cent)

French
(per cent)

Other
(per cent)

TOTAL

21
2
35
94

35
96
62
5

44
2
3
1

100
100
100
100

20

70

10

100

Source : D. R. Campbell and E. B. Power. 1966. Manpower implications of
prospective technological changes in the eastern Canadian pulpwood
logging industry. Department of Manpower and Immigration,
Canada. Res. Mono. No. 1. p. 103.
closelY the distribution of ethnic background reported for the British
Columbia forest labour force as a whole. Both differ quite markedly from
that of the Canadian forest labour force .
In the sample, forest workers of native Indian background were proportionally more important than is true of the British Columbia or Canada
forest-worker populations. Contrary to some popular notions concerning the
Indian worker's lack of job stability, these men appeared to be at least as
stable as the rest of the workers sampled, and were observed in every skill
category.
Particularly noticeable in Table III-3 is the difference between British
Columbia and Canada figures in the proportion of forest workers claiming
British versus French ethnic background. Table III4, which appears in both
Ferragne (1967, p.379) and Campbell and Power (1966, p. 103) compares
these ethnic groups in the forest labour force for some of the eastern
provinces. These data point out the considerable regional variation in ethnic
composition of the forest labour force across Canada. They suggest that the
region in which a forest worker chooses employment may, on the average, be
more related to his ethnic background than to regional differences in wage
levels (cf. Table IV-6, page 54).
Family background

Fifty-four of the sampled forest workers (69 per cent) came from families
where the father was employed in primary industry-agriculture, fishing-
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hunting-trapping, logging and mining. Most fathers of the forest workers had
worked mainly in farming and forestry (Table III-5). Thus, sons (the forest
workers interviewed) have tended to enter industries similar to those in which
their fathers were engaged. This is the situation that would be expected,
based on the results of general studies of occupational mobility between
generations (e.g., Upset and Bendix, 1967). It is probably largely a result of
the kinds of opportunities for education and employment available to the
sons of farmers, loggers and others. However, there is also the desire of the
children to be involved in work similar to that of the father, especially iffrom
early childhood they have been close to the machines and operations. Many
workers said that they had started working in the woods with their fathers at
an early age. Several men interviewed were currently working in father-son
teams. The beginnings of this process could also be observed, especially on
weekends around the company-operated family camps, when small children
would accompany their fathers around the operation in pick-up trucks.
To extend the picture somewhat, Table III-6 presents the distribution of
occupations of the fathers of the forest workers. Over one-half of the fathers

TABLE III-5
DISTRIBUTION OF FOREST WORKERS SAMPLED, BY
INDUSTRY OF FATHER'S PRINCIPAL EMPLOYMENT

Industry of father's principal
employment

Number of
workers

Per cent of
workers

Agriculture
Fishing, hunting, trapping
Forestry:
Logging
Lumber, plywood, pulp mills
Mining
Manufacturing
Construction
Transportation, communication,
utilities
Finance, insurance, real estate
Service
Unknown

28

36
3
(34)
27
7

2
(27)
21
6
3
2
3
6

TOTAL

31

4

3
4
7

o

o

4
1

5
1

78

100
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TABLE III-6
DISTRIBUTION OF FOREST WORKERS SAMPLED, BY
THE FATHER'S PRINCIPAL OCCUPATION

Occupation of father
Proprietary, entrepreneurial
Managerial
Professional
Clerical
Sales
Service
Craft or trade
Foreman
Operative
Labourer
Unknown

Number of
workers

Per cent of
workers

40
1
3
0
I
2

51
1
4
0
1
3

7

9

4
10

1

5
13
12
1

78

100

9

TOTAL

of the forest workers sampled were employed in small independent
businesses, mainly in farming or logging contracting. Only about 11 per cent
of the fathers were employed in non-manual occupations, of which
"foreman" was the largest single category. Tradesmen, operatives and
labourers comprised over one-third of the occupations followed by forest
workers' fathers.
By comparison, Ferragne's (1967) sampling of 90 woodsworkers employed
by one paper company in Quebec showed that their fathers' occupations were
distributed as follows: Farmer, 47 per cent; woodsworker , 12 per cent;
farmer-woodsworker, 30 per cent; and labourer or other, 11 per cent.
There are no broadly comparable figures available concerning the family
backgrounds of forest workers in British Columbia or Canada. However,
among the workers of this sample and of Ferragne's sample a working-class
social background predominated, along with a special orientation toward
agriculture and forestry. The dominant example of entrepreneurial independence set by the fathers would appear to be important to the formation of
the occupational aspirations of many of the sampled forest workers. That is, a
desire for independence and freedom in their work, similar to that of their
fathers, would be expected among forest workers with such family
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backgrounds. This has significance for the discussion of occupational choice
and aspirations in later chapters.
PERSONAL CHARACTERISTICS

Age

The forest workers sampled ranged in age from 18 to 67 years in 1971; the
mean age was 35 years. Table III-7 shows the age distribution for the sample,
TABLE I1I-7
DISTRIBUTION OF FOREST WORKERS BY AGE CLASSES,
FOR THE SAMPLE' (1971) , BRITISH COLUMBIA AND CANADA (1961)

Age class (years)

Number of
workers
(sample)

Per cent of
workers
(sample)

15
16 - 17
18 - 19
20·24
25 - 29
30·34
35 - 39
40-44
45 - 49
50 - 54
55 - 59
60 - 64
65·69
70+

0
0
3
11
12
14
13
8
8
4
2
1
2
0

0
0
4
14
15
18

TOTAL

78

Per cent
of
workers
B.C.

(1961)

Per cent
of
workers
Canada
(1961)

10
10
5
3
1
3
0

0.1
1.8
5.4
13.4
15.0
15.2
13.0
10.2
9 .2
7.2
5.5
3.0
0.7
0.3

0.3
3.5
7.3
17.2
14.3
13.0
11.2
8.6
7.7
6.5
5.1
3.6
1.3
0.4

100

100.0

100.0

17

Source: Calculated' from: Dominion Bureau of Statistics. 1963.1961 Census
of Canada: labour force. Bulletin 3.1 - 9, Cat. No . 94-509 . Queen's
Printet, Ottawa. pp. 17-9 ,10. And: Bulletin 3.1- 12, Cat. No.
94-512, pp. 17-233,234.
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TABLE III-8
PER-CENT DISTRIBUTION OF FOREST WORKERS SAMPLED (1971)
AND NON-FARM RURAL HOUSEHOLD HEADS (1966)
IN THE GENERAL STUDY AREA, BY AGE CLASSES

Age class (years)

Per cent of
forest workers
(1971)

15 - 24
25 - 34
35 - 44
45 - 54
55 - 64
65+

18
33*
27
15
5
3

TOTAL

100

Per cent of
non-farm rural
(1966)a
6.0
24.8
27.1 *
16.5
15.0
10.5
99 .9

aSource: C. Verner, F . W. Millerd and G. Dickinson. 1967 . A Socioeconomic
survey of the Prince George Special Sales Area. Report No . 1.
A.R.D.A. Canada Land Inventory Project 49009. p. 9 .
*Denotes median category.

along with comparative figures for British Columbia and for Canada. Average
ages for loggers and related workers were, for British Columbia, 36 years, and
for Canada, 35 years. The median fell , in each case, within the 30- to 34-year
age group, coinciding with the modal age group as well for the sample and for
the British Columbia data. For Canada, the most frequently-occurring
category was the 20-24 year group; the median was shifted toward the
younger age groups.
Contrary to the expectation that the forest labour force would on the
average be younger in the study region than in areas where the forest industry
had been longer established, there appeared to be little difference between
the sample and the overall British Columbia forest labour force . In fact , both
the sample and the British Columbia data indicated an older group of forest
workers in general than appears true of forest workers for Canada as a whole.
However, Campbell and Power (1966) noted that the Eastern Canadian
logging labour force was, on the average , 5 years younger than the general
male labour force. This was also true for British Columbia, where in 1961 the
median age of the general labour force occurred in the 3544 year category
(Dominion Bureau of Statistics, 1964).
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Verner et al. (1967) in their study of rural people in a portion of the
northern interior region reported that the median age for non-farm rural
household heads (n = 133) occurred in the 3544 year age category, while the
median for farm rural household heads (n = 90) was in the 45-54 year
category. Twelve per cent of the non-farm respondents gave logging as their
principal occupation, the largest single category. Comparing the distribution
of the Verner et al. sample with that of this study suggests that the forest
workers are a younger group in general than are the non-farm rural household
heads of the area (Table m-8).
Concerning age, therefore, the sample appears similar to the British
Columbia forest-worker population as a whole. It has been noted that forest
workers are younger, on the average, than the general population of industrial
workers in Canada. This is in spite of the fact that the forest labour force has
not been expanding overall in size. A question arises regarding career patterns
among forest workers that would result in such a distribution of ages; in
particular, what becomes of older workers in the forest industry? This is
examined further in Chapter IV.
Education
The average forest worker in the sample had received nine years of
education. Table III-9 compares the educational distribution of this sample
with the regional, provincial and national data that are available. (Differences
in methods of reporting make it difficult to directly compare the Verner et al.
data with the Census tabulations; however, each can be compared with the
sample of forest workers separately.) Forest workers in the sample were
substantially better educated than any of the other groups tabulated, save for
university training. University-trained workers, however, may be underrepresented in this sample because of its primary concentration on woods
operations in logging.
British Columbia forest workers had considerably more education than did
forest workers Canada wide-50 per cent of those in British Columbia had
completed eight or more years of schooling, according to the 1961 Census,
compared to only 22 per cent for Canada as a whole. Seventy-nine per cent of
the northern interior forest workers had completed eight or more years of
schooling.
Campbell and Power (1966) noted that Eastern Canadian loggers had the
lowest average levels of education of all the major Census industry groups.
Between 79 and 87 per cent of loggers in Ontario, Quebec, New Brunswick
and Newfoundland had an elementary education or less. For general
labourers, the comparable range was from 66 to 79 per cent; for farmers it
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was 68 to 85 per cent; and for all occupations it was 42 to 57 per cent, in
1961.
In general, the Verner et al. (1967) study indicated that rural household
heads resident in the Prince George area had somewhat lower levels of
education than is indicated for the forest worker sample, although a
considerable number of individuals had university qualifications. They found
no statistical difference between farm and non-farm rural residents with
respect to educational attainment.
Thus, the sampled forest workers were relatively well educated, compared
to other groups of forest and farm workers. Their work is basically the same
as forest work elsewhere in the country, so it is unlikely that greater
education is necessarily required to carry out their jobs, any more than would
be true elsewhere. For Canada as a whole , however , loggers and related
workers surpassed only fishermen , trappers and hunters in average academic
attainment (porter, 1967, Table E13). It seems likely that the sampled forest
workers , while relatively well educated as compared to broader groups of
forest industry workers , were still at an educational disadvantage in the
competition for more skilled jobs closer to urban areas. This has relevance to
the issue of constraints on the individual in the job-choice situation, arising
from the nature of his personal qualifications.
FAMILY CHARACTERISTICS

Marital status

Table III-lO summarizes the responses of forest workers to questions
concerning marital status, again with comparisons to broader populations.
The sample of northern interior forest workers differed considerably from the
rural population of the study region with respect to the distribution of
marital status, if one compares it with the Verner et al. sample. They wrote
(Verner et al., 1967), however:
The 1961 Census reported that 70.5 per cent of the rural residents in
British Columbia aged fifteen or over were married, 23.5 per cent were
single, and 6.0 per cent were widowed or divorced. Thus, there were more
married and fewer single respondents in this study than would be expected
on the basis of the census data. (p. 8)
Hence, there is some question as to the representativeness of their sample on
this factor. (An area probability sample may be biased toward the older,
married, and more settled segment of the population.)
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The forest worker sample appears to reflect closely the distribution of
marital status of forest workers for British Columbia, and somewhat less so
that of Canada in general. The category "other" was proportionately high for
the forest workers of this study, and include seven divorced persons and one
widower. The findings contrasted somewhat with original expectations that
the proportion of single workers in the study region would be greater than in
the wider populations of forest workers. Such expectations were based on the
assumption that single men might migrate more readily in response to work
opportunities in the expanding forest industries of the region. Apparently,
opportunities in the region have attracted both single and married workers
roughly in proportion in their representation in the larger population.
Although marital status is undoubtedly an important factor influencing the
labour-force behavior of individuals, the nature of its influence is not readily
apparent from these simple tabulations.

TABLE III-II
DISTRIBUTION OF FOREST WORKERS BY NUMBER OF
CHILDREN REPORTED, COMPARED TO RURAL HOUSEHOLD HEADS
IN THE STUDY REGION

Number of
children

Number of
forest
workers
(sample)

Per cent of
forest
workers
(sample)

Per cent of
rural household
heads a
(1966)
9.9
11.2
20.6
19.3
14.4
8.5

None
1
2
3
4
5
6
7
8
9+
Not applicable

6
4
19
12
7
4
0
2
1
1
22

8
5
24
16
9
5

28

6.7

TOTAL

78

100

100.0

n

9.4

aSource: See footnote to Table III-8 (Verner et al. , p. 10), page 34.
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Children

The 56 forest workers in the sample who were currently married or had
been married previously had an average of 2.8 children per family. Nineteen
of these men had 2 children, the most frequent number. Verner et ai. (1967)
reported an average of 2.7 children per rural household , and noted that this
was higher than the average of 1.9 children per rural household for British
Columbia.
Table III-II compares the northern interior forest workers and the rural
population in the general area according to the distribution of numbers of
children per "household". There was no significant difference between farm
and non-farm rural respondents with respect to the number of children
reported.
Among those respondents "applicable" , the forest workers and the rural
population of the study region seemed quite comparable concerning family
size. These data suggest the extent of family responsibility among the
sampled forest workers. Such responsibilities may influence employment
decisions of the workers in conflicting ways. For example, a desire to work
close to home, and so be with the family each evening, may conflict with a
need for greater income to support the family. This, and other possible
effects, are more fully discussed later in connection with the job-choice
analysis.
TABLE III-I 2
DISTRIBUTION OF FOREST WORKERS IN SAMPLE BY
TYPE OF LOCAL COMMUNITY OF RESIDENCE

Local community type

Number of
forest workers
(sample)

Per cent of
forest workers
(sample)

11
16

21

Camp only
Rural area only
Town only
City only
Rural area plus camp
Town plus camp
City plus camp
TOTAL

40

14

6
6

5
5
3
13
25

4
17
32

78

100
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THE LOCAL COMMUNITY

Community type

Table III-12 shows the types of local communities in which the sampled
forest workers were living. Two-thirds were currently using company logging
camps to some extent. A sizeable proportion (14 per cent) had no actual
home, and their residence was simply the camp where they happened to be
working at the time. The majority lived in the logging camp part of the time
on their current jobs and returned to their homes elsewhere periodically (53
per cent of the sample). Most stayed in logging camps during the week,
returning home on weekends, or perhaps for one evening in mid-week.
Isolated operations might have a cycle of two weeks "on" and one week
"off', or even longer cycles, which allowed for the considerable travel time to
and from the workers' homes.
A preference for urban, rather than rural home life may be indicated by the
fact that only 25 per cent of the forest workers lived in a rural area, while
almost two-thirds lived in a town or city. However, the data also reveal a
diversity of local community milieux chosen by forest workers, from a home
in the city with no utilization of the logging camps among some workers , to
the use of logging camps exclusively by men who have no other home. The
variation in response to this factor suggests that local community type could
be influential in workers' job-choice decisions. In addition, the interests of
forest workers concerning community type in relation to job choice could
have implications for development policies in the region. The results of
development policies can, in turn, influence the attractiveness of the area to
potential workers, and thus the overall characteristics of the labour supply.
For example, if the majority of forest workers approve of living in urban
situations (perhaps in combination with the use of camps), the development
of complete new towns can be expected to be more successful than if the
majority desired a rural home life.
Housing

Table III-13 shows the types of housing arrangements adopted by forest
workers in the sample. Almost one-half of the men owned, or were buying
their own homes (ten were mobile homes) and about one-quarter were
renting homes or rooms. Various boarding arrangements with relatives,
friends or in the camps accounted for the remaining one-quarter of the forest
workers.
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TABLE II1-13
DISTRIBUTION OF SAMPLED FOREST WORKERS ACCORDING
TO TYPE OF LIVING ACCOMMODATIONS

Living accommodations

Number of
forest workers
(sample)

Own home
Rent home
Board
Own home and use camp
Rent home and use camp
Board and use camp

18
6
13
20
11
10

TOTAL

78

Per cent of
forest workers
(sample)
23
8
16

26
14
13
100

One-third of the forest workers said that relatives other than their
immediate family lived in their home community. Slightly more than one-half
of the workers had relatives living within 100 miles of their present home
community. Most also reported that they had valued friends or neighbors in
the home community as well. The 13 individuals who said that they had no
friends of particular value did not appear to be associated with one type of
community more than another. However, several men mentioned that long
periods away from home, associated with work in relatively isolated camps,
was a factor that inhibited the establishment and maintenance of ties of
friendship. Personality factors undoubtedly had a great deal to do with the
friendships workers developed, both at work and at home. These were not
systematically investigated.
Home ownership and the presence of family and friends in the local
community have been suggested as possible stabilizing ties, or constraints on
the job choices of individual workers. These data reveal that at least the
preconditions for such ties exist among a majority of the forest workers.

Travel
Travel distance from home to work varied considerably among forest
workers in the sample, and it seemed to be a potential factor in their job
choices. Work closer to home, other things being equal (which was not
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TABLE III-14
DISTRIBUTION OF SAMPLED FOREST WORKERS
(THOSE HAVING A HOME OTHER THAN CAMP)
BY TRAVEL DISTANCE FROM HOME TO WORK

Distance from home
to work (miles)

Number of
forest workers
(sample)

0-25
26 - 50
51 - 75
76 - 100
101+

16
15

8
19

27
24
6
13
30

63

100

4

TOTAL

Per cent of
forest workers
(sample)

usually the case) is expected to be more desirable than work farther away.
Table III-14 shows the distribution of distance travelled. For almost one-third
of the forest workers who had a home other than just the camp, travel
distance from home to work was more than 100 miles. However, more than
one-half of the forest workers lived within 50 miles of their work. Workers
living within 100 miles of their present work travelled an average of 38 miles
one-way from home to the job.
Table III-IS relates travel distance from home to work with the incidence
of forest workers' use of logging-camp facilities. None commuted more than
50 miles on a daily basis. For the 55 forest workers making some, or full use
of logging-camp facilities, the travel distance from the camp to work was
under 5 miles in over 70 per cent of the cases. In only 2 instances was this
distance greater than 20 miles. Most camps are portable and can be moved
from one area to another as harvesting operations are completed, to reduce
travel time.
Travel time from home to main shopping areas and grocery stores was a
relevant consideration for 63 of the workers interviewed. More than
two-thirds travelled 5 or fewer miles to do usual grocery shopping; almost
three-quarters travelled 10 or fewer miles. For major shopping items, 63 per
cent of the workers said they could get what they needed within 25 miles of
their home, and 79 per cent said they could do so within 50 miles. Verner et
at. (1967) reported that over 20 per cent of the rural household heads in the
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TABLE III-IS
RELATIONSHIP BETWEEN FOREST WORKERS' USE OF
LOGGING-CAMP FACILITIES AND DISTANCE
FROM THEIR WORK TO THEIR HOME
Distance from work
to home (miles)
0-25
26 - 50
51+
TOTAL

Make some use of
logging camp

Do not use
logging camp

TOTAL

3
6
31

14
9
0

17
15
31

40

23

63 a

aIncludes only workers having a residence other than camp. Chi-square =
36.7 ; p < .01.

general region travelled 5 or fewer miles from home for food items, and 73
per cent travelled 15 or fewer miles. General comparisons are made difficult
by the choices of persons to travel further for better prices, or a better
selection of goods. However, the distance to such services could affect the
attractiveness of a local community to potential workers , and thus their
choices among alternative employment opportunities.

Services in the community
The availability of schools, electric service, telephone and public transportation are aspects of the local community that could be important to many
workers. For example, some workers with young families who were living in
company-operated camps having family facilities said that they would have to
leave their jobs and move closer to a town when their children were ready to
go to school. However, educational facilities were reasonably complete in the
home communities of most of the forest workers sampled. Four per cent
reported elementary grades as the highest grade of local schooling, while 6 per
cent gave 8 to 11 years of schooling as the maximum available. Full
high-school graduation (12 years) was offered in the home communities of 44
(57 per cent) of the forest workers, and a further 10 (13 per cent) said that
college was available.
Where limited schooling was available locally, children were either taken by
bus to more distant schools, or , if that was impractical, they were sent to
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boarding schools. In the town of Mackenzie, for example, a high school was
scheduled to be completed early in 1972. At the time of the study,
high-school students from that area were boarding at schools in Prince
George. A two-year college, The College of New Caledonia, is also located in
Prince George and offers transfer courses that lead to university enrollment
for various degrees.
Regarding other community facilities and services, over 90 per cent of the
forest workers sampled said they had both electricity and telephone in their
home communities. Public transportation was somewhat less universal; 77 per
cent of those interviewed said that their community has this service. The
logging camps were generally supplied with diesel generating plants for
electricity, and radio telephones. Public transportation to the logging camps
was, as would be expected, almost non-existent because of their out-of-theway locations. Technical progress appears to have reduced much of the
former isolation of the logging camps and of the forest workers' local
comnmnities. This has probably reduced the effect of differences in these
community services upon job choice, overall.
Community activities

The forest workers did not indulge heavily in community activities, as
Table 111-16 shows. Union activities were the most frequently mentioned
community-related interests, with slightly over one-third of the forest
workers involved to some degree. However, almost one-half of those were
inactive members who likely joined as a condition of employment. Eighteen
per cent indicated participation at some level in organized recreational
activity, but more indicated a preference for individual outdoor sports such as
hunting ~nd fishing, which were readily available to them in most areas. Over
three-quarters of the forest workers participated in no community organizations at the time of the interview.
Verner et al. (1967) reported that 60 per cent of the rural household heads
in their sample did not participate in any organizations. They also noted a
significant difference in participation rates between farm and non-farm rural
respondents. Farmers were considerably more active than non-farmers; 57 per
cent of farmers participated in some form of community organization
compared to 28 per cent of the non-farmers. Forest workers appear to engage
in a degree of social participation similar to that of the non-farm rural
population of the area.
The general lack of interest in organized community activities among the
sampled forest workers would suggest that such factors have little influence
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on their job-choice decisions. While a few workers cited specific job changes
that were motivated by interests in recreational, religious or other organizational activities, the bulk of the workers appeared to be more concerned with
their individual and family pursuits.

SUMMARY
This chapter has dealt with the first of the questions raised in Chapter I- to
describe in general terms the personal, family and local-community characteristics of a sample of forest workers, and to compare them with other
populations. Such information is necessary to an appreciation of the social
context within which forest workers consider, and choose among, employment alternatives. The main points noted were:
1. More than 4 out of 5 of the forest workers sampled were native to
Canada, but fewer than I in 5 were native to the study region , the Northern
Interior of British Columbia. Extensive regional migration is evident.
2. Men from the prairie provinces-Alberta, Saskatchewan and Manitobacomprised the largest single group of migrants to the forest industry of the
area, about 40 per cent of the sample.
3. The birthplace distribution for the sample was in broad agreement with
those of the British Columbia and Canada (1961) forest worker populations,
but showed some differences from the rural population (1966) of the study
region.
4. Ethnic backgrounds of respondents were similar proportionally to the
British Columbia (1961) population of forest workers. The largest group,
almost one-half of the sample, gave "British Isles" as their ethnic background.
5. Fathers of 2 out of 3 of the forest workers had been primarily engaged
in the agriculture or forest industries; thus, sons tended to enter industries
similar to those of their fathers.
6. Fathers of one-half of the forest workers were principally engaged in
proprietary or entrepreneurial occupations, mainly farming, logging and
sawmilling. One-quarter of the fathers were operatives or labourers. Only
one-tenth of the fathers were employed in non-manual occupations.
7. Age distribution for the sample was similar to that for British
Columbia forest workers (1961), with the average age in the mid-thirtiesseveral years younger than the average for the general labour force .
8. Forest workers in the sample (1971) had completed 9 years of
schooling on the average, more than usual for forest workers in British
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Columbia or Canada (1961), or for the rural householders of the study
region . (This may reflect broad population trends over the period 1961-71.)
9. Marital status of the sampled workers was distributed similarly to that
of forest workers generally in British Columbia and Canada (1961). Over 60
per cent were married, with an average of 2.8 children per family.
10. Although three-quarters of the forest workers owned or rented homes,
the majority also made use of logging camps closer to work. Homes in the
town or city seemed preferred to those in rural areas.
11 . Community services-schools, electricity, telephone , public transportation-were quite complete in the forest workers' home communities, but
somewhat less so in the camps.
12. The forest workers took little part in community organizations or
activities; about one-third participated at some level in the union, one-fifth in
recreational groups.
13. In general, for social characteristics on which comparative data were
available , the sample of forest workers appeared to be reasonably similar to
the larger British Columbia forest-worker population.
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CHAPTER IV
OCCUPATIONS, PAST AND PRESENT
This chapter summarizes the general occupational experience of the
sampled forest workers. Specifically, it addresses questions 2 and 3 of page
10: "What historical series of occupations and employment choices has led
forest workers to the jobs they now occupy?" and, "How do the forest
workers view their present work?"
Work histories are used to sketch career patterns observed among the forest
workers, and to provide tentative answers to the above questions. Particular
notice is taken of recent mobility characteristics. The discussion then focuses
on current occupations in forest work- the nature of the immediate job and
broader job situation, and attitudes toward the job. Some comparisons are
drawn with results of studies in other industries.

TABLE IV-1
FOREST WORKERS' FIRST OCCUPATIONS COMPARED TO
THEIR FATHERS' MAIN OCCUPATIONS, BY GENERAL
OCCUPATIONAL CATEGORIES (PER CENT IN PARENTHESES)

Respondents'
(forest workers')
first occupations

Fathers' main occupations
Manuala

Farm

Non-manual b

TOTAL

35
(45)

17
(22)

8
(10)

60
(77)

Farm

1
(1)

14
(18)

0
(0)

15
(19)

Non-manual

1
(1)

0
(0)

2
(3)

3
(4)

TOTAL

37
(47)

31
(40)

10
(13)

78
(100)

Manual

aManual occupations include the trades, operative and labour.
bNon-manual occupation's include managerial, professional and clerical work.
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CAREER PATTERNS
Occupations of fathers and sons

Most of the forest workers interviewed entered the labour force as manual
or farm workers, and this appeared to be strongly influenced by their fathers'
main occupations (Table IV-I). Nearly one-half of the sons of farmers entered
the labour force as farm workers, indicating a predisposition toward that
work. Almost all of the sons of manual workers went directly into manual
occupations themselves. Ten of the forest workers reported that their fathers
were in non-manual occupations; however, most of these men began their
work careers in the manual category.
Table IV-2 shows the fathers' main occupations compared to the sampled
forest workers' current occupations in the forest industry. (This is a one-sided
view of occupational mobility, so extensions of these data to the wider
population are limited. The data show entry into the various occupational
categories, but not the extent of movement out of those categories-a sample
of the wider population would be required to gain a more complete picture of
such movements.) The table suggests that manual workers in forestry tend to

TABLE IV-2
FOREST WORKERS' CURRENT OCCUPATIONS COMPARED TO THEIR
FATHERS' MAIN OCCUPATIONS, BY GENERAL OCCUPATIONAL
CATEGORIES (PER CENT IN PARENTHESES)
Respondents'
(forest workers')
current occupations

Fathers' main occupations
Manual

Farm

Non-manual

TOTAL

33
(42)

25
(32)

7
(9)

65
(83)

Farm

X

X

X

X

Non-manual

4
(5)

6
(8)

3
(4)

13
(I 7)

TOTAL

37
(47)

31
(40)

10
(13)

78
(100)

Manual

X Denotes not applicable to this sample, by definition.
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TABLE IV-3
DISTRIBUTION OF FOREST WORKERS SAMPLED, BY
REGIONAL LOCATION OF INITIAL EMPLOYMENT

Region or province

Number of
forest workers
(sample)

Per cent of
forest workers
(sample)

British Columbia
Northern Interior
Other
Alberta
Saskatchewan
Manitoba
Other Canada
All other

19
13
13
7
7
12
7

25
17
17
9
9
16
9

78

100

TOTAL

be the sons of manual and farm workers. Forest workers who are the sons of
non-manual workers may be proportionately more likely to be in non-manual
occupations. This would conform to the generally-observed tendency of sons
to occupy an occupational category similar to that of their fathers (Blau and
Duncan, 1967). However, this did not appear to be statistically significant for
the forest-worker sample.

Regional migration

Birthplace was discussed in the preceding chapter, and the preponderance
of origins outside of the study area-especially of people from the prairie
provinces-suggested considerable migration had taken place. This can be
further appraised by examining the locations of the respondents' first jobs, as
shown in Table IV-3. One-quarter of the interviewees stated that their first
job was in the general study region. Twelve of the men (16 per cent of the
sample) gave this region as their birthplace; seven born elsewhere moved to
the area prior to entering the labour force. Thus, the bulk of the forest
workers appear to have migrated to the region after some labour-force
experience elsewhere. Table IV -4 shows the distribution of ages at the time of
entering the labour force, for the forest workers sampled. There was no
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TABLEIV-4
DISTRIBUTION OF FOREST WORKERS SAMPLED,
BY AGE OF ENTRY INTO THE LABOUR FORCE

Age (years) at entry
to the labour force
10
11

12
13
14
15
16
17
18
19
TOTAL

Number of
forest workers
(sample)

Per cent of
forest workers
(sample)

Cumulative
per cent

1
1
2
7
7
13
21
16
9
1

1
1
3
9
9
17
27
20
12
1

1
2
5
14
23
40
67
87
99
100

78

100

apparent difference between those workers whose first job was in the study
region and those whose first job was in some other area. Two-thirds of the
forest workers had joined the labour force by the age of 16.
Table IV-5 shows the distribution of ages at which workers who migrated
to the study region began their first job in the Northern Interior region of
British Columbia. The average age of entry to the labour force was 15.5 years,
while the average age at which migrants to the study area began their first job
there was 29 years. The average "newcomer" to the area had , thus , spent
some 14 years in the labour force prior to his regional migration. That time ,
of course, was not necessarily spent in forestry-related employment.
Few of those who migrated to the study region did so before the age of 19.
About one-quarter of those who migrated to the region did so when they
were between 20 and 24 years of age; one-half migrated before the age of 30.
However, the fact that almost one-half of the workers sampled migrated to
the northern interior after the age of 30 indicates a considerable amount of
movement even during the expected "stable" career stage. (These figures are
based on first jobs in the region, and do not take into account the more
complicated picture of subsequent movements out of and back into the area.
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TABLE IV-5
DISTRIBUTION OF FOREST WORKERS MIGRATING TO THE STUDY
REGION (SUBSEQUENT TO ENTRY TO THE LABOUR FORCE),
BY AGE AT TIME OF BEGINNING FIRST JOB IN THE
NORTHERN INTERIOR OF BRITISH COLUMBIA
Age (years) at start
of first job in
study region

Number of
forest workers
(sample)

Per cent of
forest workers
(sample)

Cumulative
per cent

15 - 19
20 - 24
25 - 29
30 - 34
35 - 39
40 -44
45 - 49
50+

9
14
9
11
7
5
2
2

15
24
15
19
12
9
3
3

15
39
54
73
85
94
97
100

TOTAL

59 a

100

alnc1udes only those whose first job was not in the study region.

It should not be assumed that workers have been employed only in the study

region from the time of their first job there, nor that that period has been
spent exclusively in forestry-related employment.) Only 11 per cent of those
respondents who migrated to the northern interior region subsequent to their
joining the labour force migrated before 1950; 30 per cent migrated before
1960; 48 per cent migrated before 1965. Hence , more than one-half have
migrated to the Northern Interior of British Columbia in the short period
between 1965 and 1971, a period which coincides with the recent expansion
of the forest industries in the area.
Some insight into the reasons for these movements can be gained by
looking at comparative wage levels for agriculture and forestry (the two most
important occupational orientations in the backgrounds of the forest
workers) in different regions of Canada (Table IV-6). The data are somewhat
old, but the situation will have become even more marked in recent years,
given the relative trends in agriculture and forestry since 1961 . The table
shows wages in forestry in British Columbia well above the average levels
reported for other parts of Canada , and they compare very favorably with
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TABLE IV-6
AVERAGE ANNUAL WAGE INCOME FOR MALE HEADS OF
HOUSEHOLDS IN CURRENT (1961) LABOUR FORCE
IN AGRICULTURE AND FORESTRY, FOR CANADA AND PROVINCES

Average annual wage
in agriculture ($)

Average annual wage
in forestry ($)

New Brunswick
Quebec
Ontario
Manitoba
Saskatchewan
Alberta

2631
3291
3588
3020
2838
3338

2594
3556
4322
2946
2495
3702

British Columbia

3826

5073

3375

3693

Province

Canada

Source: Dominion Bureau of Statistics. 1964. 1961 Census of Canada:
population sample-family incomes by age, sex, occupation of
family head. Bulletin 4.1·1, Cat. No. 98-504. Queen's Printer,
Ottawa. pp. D8·3,4.
wage levels in agriculture. The workers migrating from other areas apparently
have been responding to both the. "push" of lack of openings and
opportunity in their home regions, and to the "pull" of more abundant
opportunities and higher wages in the northern forests of British Columbia.
Of these forces, Moore (1951) felt that the "push" of unfavorable
circumstances was the more important. With the changing structure of the
agricultural industry, for example , the number of male agricultural workers in
the Canadian prairies has declined by 42 per cent between 1931 and 1961
(Dominion Bureau of Statistics, 1964a). On the other hand, wage parity
between the coastal forest industry and the interior will not be a reality until
1974-coastal wage rates have traditionally been higher , which may account
for the small number of formerly coastal loggers encountered in the sample.

Work histories: industry experience
To examine in more detail the industrial experience of the 78 forest
workers interviewed, Table IV-? summarizes the complete job histories
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TABLE IV-7
DISTRIBUTION OF TIME SPENT IN EACH MAJOR
INDUSTRY OVER COMPLETE WORKING CAREER,
FOR 78 FOREST WORKERS (ALL SKILL CATEGORIES COMBINED)

Industry
category
Agriculture
Fishing, hunting,
trapping
Forestry
Mining, petroleum
Manufacturing in
forest industry
Manufacturing in
other industry
Construction
Transportation,
communication
Trade, commerce
Finance, insurance,
real estate
Service
(Armed forces)
(Unemployed)
TOTAL

Total manyears for
78-man
sample

Average
number
of years
per man

Per cent
of
average
career

109

1.4

7

29

37

16
701
59

.2
9.0
.8

1
47
4

6
(78)
25

8
(100)
32

167

2.1

11

40

51

9
112

.2
1.4

1
8

6
33

8
42

99
78

1.3
1.0

7
5

26
21

33
27

22
24
63
24

.3

.3

2
2
4
2

4
9
14
23

5
12
18
30

1.483

19.1

100

.3
.8

Men ever employed
in each industry:
Number
Per cent

according to time spent in each major industry category. Periods of
employmen t were recorded to the nearest quarter-year for the analysis.
Some errors of recall are an inevitable feature of this type of information; nevertheless, the main features of interest should be revealed
reliably. The job histories compiled represent a total of almost 1500
man-years of work by the forest workers interviewed, for an average
working career of 19 years to 1971. This hypothetical "average" forest
worker had spent 9 years, or 47 per cent of his working time, in
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forestry. Manufacturing in the forest industry-sawmills, plywood mills,
pulp mills-accounted for 2 years, or 11 per cent of his career. Thus,
well over one-half of the working time of the men sampled had been
spent in some phase of the forest industries.
It seems significant that, while 51 per cent of the forest workers have
sampled manufacturing jobs in the forest industry, only 11 per cent of
their working time has been spent in the mills. This would appear to
underline the frequently-expressed dislike of the forest workers for such
employment. Work in agriculture, construction and transportation
accounted for 7 per cent, 8 per cent and 7 per cent of the average
career respectively, totalling 22 per cent. Together with the combined
forest industries (logging and manufacturing), these account for 80 per
cent of the time spent in the labour force by the sample respondents.
Table IV-8 presents the information from Table IV-7, further broken
down by skill-level category of the respondents' present employment.
Any judgements regarding differences between skill-level strata must be
tempered by consideration of the relatively small sample size, especially
in the unskilled and supervisory categories. The data do suggest relationships that could be investigated further in a wider study. As might be
expected, supervisors had spent a considerably greater proportion of their
working life in forestry than had the other groups. They were also older,
with an average of 25 years of work experience. Both the unskilled and
semi-skilled groups of workers had spent a little less than one-half of
their working careers in forestry. The experience of these two groups in
other industries did not appear to be similarly related. The unskilled
workers reported no agricultural and little forest industry manufacturing
experience, but a considerable proportion of their time was spent in
mining and transportation-communication. The semi-skilled had substantial
experience in forest industry manufacturing, construction and agriculture.
Those individuals who concentrate their future experience in forestry
may eventually become supervisors, at which time their distribution of
time spent in each industry category may come to look more like that
of the present supervisory group. For the skill-level group generally,
distribu tions of time spent, by industries over the career, may remain
relatively stable; for individuals, the time distribution is constantly
changing over the course of the work career.
The time distribution of skilled workers' industry experience appears to
reflect their broader field of opportunities, and a willingness to follow
those opportunities. Skilled workers averaged 5 years more time in the
labour force than the unskilled, and only 1 year less than the semi-
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skilled. However, skilled workers had spent only about one-quarter of
their working time in forestry as compared to one-half of the time of
the other two groups. Construction, transportation-communication, tradecommerce , and forest industry manufacturing each accounted for 10 per
cent or more of their time. These key workers would appear to have a
relatively loose attachment to the forest industry, based on this picture
of their past work history.
Recent inter-industry mobility
An examination of the recent inter-industry movement of the forest
workers sampled appears in Table IV-9 and Table IV-lO. The tables
include only the most recent two job changes, but these indicate that
significant inter-industry movement has taken place in the recent work
history of the present forest workers. For reference, the jobs are numbered in the order in which they occurred: Job N refers to the present
forest-industry employment, Job N-I to the previous job, and Job N-2 to
the job before that. (Two young workers interviewed had no Job N-2, as
they were still working with their second employer since joining the
labour force .)
The data reveal t~at only 35 (46 per cent) of the present forest
workers were employed in forestry in Job N-2. Forty-one (54 per cent)
were employed in forestry in Job N-!. Considerable recent inter-industry
movement is indicated, with the only industry category not represented
in the most recent three jobs being fishing-hunting-trapping. Almost
one-third of the 35 men who were forest workers in Job N-2 left ·
forestry for other employments in Job N-I, then returned to forestry in
Job N. A variety of reasons, including seasonal fluctuations in the level
of operations, were given for this pattern of changes in industry of
employment.
Work histories: occupational experience
A similar analysis of work histories is possible along occupational lines.
Table IV-II shows the distribution of career time spent in each major
occupational category for all forest workers interviewed. Over 90 per
cent of the respondents had at some time been employed as manual
labourers. Over 80 per cent had at some time worked as operatives.
These two occupational categories also accounted for the largest proportions of time spent in the "average working career", but the proportions
were reversed; 38 per cent of the average career was spent as an
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TABLE IV-II
DISTRIBUTION OF TIME SPENT IN EACH MAJOR
OCCUPATIONAL CATEGORY OVER WORKING CAREER,
FOR 78 FOREST WORKERS (ALL SKILL CATEGORIES COMBINED)

Occupational
category
Proprietary,
entrepreneurial

Total manyears for
sample

Average
number
of years
per man

Men ever employed
Per cent
in occupational
of average
category:
career Number
Per cent

125

1.6

8

32

41

Managerial

11

.1

I

6

8

Professional

2

.1

*

I

I

32

.4

2

13

17

6

.1

*

4

5

10

.1

1

7

9

Skilled trade

159

2.0

11

27

35

Foreman

100

1.3

7

22

28

Operative

557

7.2

38

62

80

Labour

420

5.4

28

72

92

(Military)

37

.5

2

5

6

(Unemployed)

24

.3

2

23

30

1,483

19.1

100

Clerical
Sales
Service

TOTAL

*Denotes less than I per cent.
operative, 28 per cent as a labourer. This seems to indicate a general
occupational mobility out of the manual labour category into the more
desirable operative jobs.
Small businesses were the next most commonly experienced occupations. Forty-one per cent of the men reported a wide variety of ventures,
particularly farming, contract logging and small-scale sawmilling. Tradesmen frequently went into equipment sales or repair businesses associated
with their trade. However, these periods of self-employment tended to be
relatively short, and, as Table IV-11 shows, accounted for only 1.6 years
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TABLE IV-12
PER~ENT DISTRIBUTION OF TIME SPENT IN EACH MAJOR
OCCUPATIONAL CATEGORY OVER WORKING CAREER, BY
SKILL LEVEL OF CURRENT EMPLOYMENT IN FORESTRY

Occupational
category
Proprietary, entrepreneurial
Managerial
Professional
Clerical
Sales
Service
Skilled trade
Foreman
Operative
Labour
(Military)
(Unemployed)
TOTALa

Unskilled

Semi-skilled

Skilled

Supervisory

4
0
0
10
0
7
0
10
19
48
0
2

6
0
0
0
1
0
4
4
49
32
1
3

11
1
1
7
0
0
43
1
18
18
0

1

18
4
0
0
0
0
7
21
24
18
5
3

100

100

100

100

aSkill categories as described in footnote in Table IV-8, page 56.
(8 per cent) of the average working career. The businesses tended to be
those in which entry was easy, competition was strong and the rate of
failure was high. Some were a success, but it was more commonly
indicated by the men who had engaged in them that the small business
ventures had proVided an inadequate level of income or had ended in
bankruptcy.
Skilled trades were the fourth most commonly experienced occupations; however, the number of those who had ever been employed as a
tradesman was almost twice as great as the number currently so
employed. A somewhat similar situation existed regarding supervisory
personnel. While 22 men (28 per cent of the sample) said that they had
at some time worked as a foreman, only 9· (12 per cent of the sample)
were currently working in supervisory capacities. This suggests a certain
ease of movement across the boundary lines between the skill strata as
defined here. Accordingly, Table IV-12 examines the distribution of time
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spent in each major occupational category, by the respondents' current
skill level of employment.
Occupational stability within skill categories is noticeable for the
unskilled (48 per cent of career in "labour" occupational category),
the semi-skilled (49 per cent of the career in "operative"), and for the
skilled workers (43 per cent of career in "skilled trade"). Such occupational stability is not so characteristic of the supervisory workers, who
had spent only 25 per cent of their careers overall in "foreman" and
"managerial" occupational roles. Supervisors had had almost as much
experience in the categories of both "labour" and "operative" as they
had in supervisory occupations. This would seem to indicate a gradual
working up "through the ranks" to positions of authority in forest
operations. Forest workers in unskilled jobs at the time of the study had
accumulated considerable experience in the "operative" and "foreman"
occupational categories, indicating some downward mobility had occurred
as well. Those in semi-skilled jobs had spent a considerable proportion of
their working careers in the "labour" category, but little in supervisory
occupations. Skilled workers had also spent considerable time as labourers
and operatives, but less than the other skill groups.
There was little apparent movement of workers from the present
unskilled, semi-skilled and supervisory groups into the skilled trades.
Training requirements in the trades probably erected a barrier to such
movement. While 35 per cent of the men sampled had at some time
worked in a skilled trade (Table IV-ll), for many it was a brief
experience indicative of probable lack of mastery of the craft. This
suggests that there is unlikely to be a significant pool of skilled
employees readily available, but undetected, in the forest labour force
that is not already engaged in skilled occupations.
The amount of entrepreneurial experience as a proportion of the total
working career showed an interesting progression across the four skill
categories (Table IV-12), with unskilled workers having the least and
supervisors the most. This may reflect differences in interests and ability
across skill categories with respect to self-employment. One indicator of
differences in capa€ity to take advantage of business opportunities is the
amount of education received by workers presently in the four different
skill-level categories (Table IV-B). The proportion of high-school graduates differed significantly among skill groups; the small proportion of
semi-skilled workers and the large proportion of supervisory workers with
high-school graduation contributed most to the value of chi-square. This
supports the view that high-school graduation is an advantage in forest
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TABLE IV-13
RELATIONSHIP BETWEEN PRESENT SKILL-LEVEL CATEGORY AND
EDUCATIONAL ATTAINMENT (HIGH-SCHOOL GRADUATION),
FOR FOREST WORKERS IN THE SAMPLE
Present skill·level
category of employment

Did not complete
high school

Completed
high school

TOTAL

6
45
11
5

1
3
3
4

7
48
14
9

67

11

78

Unskilled
Semi-skilled
Skilled
Supervisory
TOTAL
Chi·square = 13.; P < .01.

work for attainment of supervisory status, and, perhaps, for entrepreneurial success. It also agrees with the usual observations of the importance of education to occupational and social mobility (Upset and
Bendix, 1967). Alternatively, capable people may simply be more likely
to go further in school and also be more successful in their work.

Recent inter-occupational mobility
Table IV-I4 and Table IV-IS examine occupational changes experienced
by the current forest workers over the course of their three most recent
jobs. (As with the inter-industry mobility analyses of Table IV·9 and
IV·lO, Job N refers to the current forest-industry employment, Job N-I
to the previous job, and Job N·2 to the job before that.) The tables
show that, although there has been considerable recent movement of
individuals into and out of different occupations, the bulk have remained
concentrated in the operative group. Labourers have tended to move into
operative types of work; however, some operatives have dropped back
into the labour category as well. In the most recent job change, 3
foremen moved to operative positions, while 3 operatives became foremen. In fact, only one of the men who were foremen in their previous
employment was a foreman at the time of the study; the other 5 current
foremen came from the entrepreneurial, skilled trade and operative
categories.
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TABLE IV-16
DISTRIBUTION OF SAMPLED FOREST WORKERS BY AVERAGE
JOB DURATION OVER THE WORKING CAREER

Average job duration
over career (years)

Number of forest
workers (sample)

0-0.9
1.0-1.9
2.0- 2.9
3.0-3.9
4.0--4.9
5.0+

24

3

31
37
12
15
4

1

1

78

100

29
9
12

TOTAL

Per cent of
forest workers
(sample)

Job duration over the career
For each forest worker, an average job duration was calculated for
their working career, by dividing the total time in the labour force by
the total number of jobs reported, both taken from the work histories.
The resulting distribution is shown in Table IV·16, and is noticeably
shifted toward the shorter end of the spectrum of job duration. This
picture tends to confirm the individual instability of employment that
was expected from examining aggregate features of the labour supply in
the forest industry. Table IV-16 refers, of course, to all jobs in the work
history, not only those in forestry. Thus, average job durations in the
table are not directly comparable to forest-industry labour statistics. They
do refer to current forest workers, however, and suggest that a history of
relative instability of employment IS characteristic of a large proportion
of these men.
Table IV-17 presents the relationship between average job duration over
the working career, and the total number of years in the labour force.
As expected, the average job duration is associated strongly and
positively with increasing time in the labour force. Length of labour-force
experience is in turn associated closely with age . The 0- to 10-year
experience category included workers who were probably still in what
Miller and Form (1964) termed the "trial" career period, where they
were looking around to find the type of work that they would feel was
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TABLE IV-17
RELATIONSHIP BETWEEN AVERAGE JOB DURATION OVER THE
WORKING CAREER AND TOTAL NUMBER OF YEARS SPENT IN
THE LABOUR FORCE, FOR FOREST WORKERS IN THE SAMPLE

Average job duration
(years)

0-0.9
1.0-1.9
2.0+
TOTAL

Years in the labour force
20+
0-10
11-20

TOTAL

15
3
1

7
14
8

2
12
16

24
29
25

19

29

30

78

Chi-square = 32.8; P < .01.
suitable. The older workers may have entered a relatively stable career
period where job changing was less attractive. Miller and Form (1964)
wrote:
. .. age is a badge of experience and maturity gives certain advantages
in many occupational pursuits. These advantages tend to stabilize career
patterns of workers ... age acts also in a negative way to halt occupational movement. Conservatism often increases with age and is a
psychological block which may diminish the willingness of a worker to
change to a different work position and to assume new habits and risks.
(p.598).
Even so, there were 14 men in this sample (18 per cent) with 20 or
more years of experience who had an average job duration of less than 2
years.
The association between skill level and average job duration over the
working career was less obvious (Table IV-18). Although there would
appear to be somewhat greater stability of job tenure among the skilled
and supervisory workers, this was not supported statistically. The result
was unchanged when skilled and supervisory workers were combined into
a single category, based on their apparent similarity with respect to
average job duration. There may be some association between average job
duration and current skill·level category which might be revealed in a
larger sample. However, the variety of experience in different occupations
reported by both skilled and supeJ;Visory workers in Table IV-12 (page
62) does not suggest a strong association. There was a significant associa-
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TABLE IV-I8
RELATIONSHIP BETWEEN AVERAGE JOB DURATION OVER
THE WORKING CAREER AND SKILL-LEVEL CATEGORY
OF PRESENT EMPLOYMENT, FOR FOREST WORKERS

Average job
duration
(years)
0-0.9
1.0-1.9
2.0+
TOTAL

Present skill-level category (Job N)
Skilled Supervisory

TOTAL

Unskilled

Semi-skilled

3
1
3

19
17
12

1
7
6

1
4
4

24
29
25

7

48

14

9

78

Chi-square = 9.1; not significant.
tion (chi-square = 5.9; P < .05) between duration of the present job
(Job N) and the proportion of the worker's career spent in the forest
industry. Those workers with 50 per cent or more of their working
career in forestry had more frequently held their current job for 3 years
or more than was so for workers with 49 per cent or less of their
working career in forestry. This suggests a greater degree of job stability
among workers who have a relative commitment to forestry occupations.
The effect was independent of either age or present skill level of
employment.
The foregoing analysis of work histories provides some background for
a more detailed examination of the forest workers' current employmentthe nature of the work, its rewards and their attitudes toward it.
FOREST WORK: THE "IMMEDIATE" JOB

Walker and Guest (1952), in their study of automobile assembly
workers, distinguished between the immediate content of the worker's
job and the broader concept of the total job situation. Dimensions of
the "immediate" job included the way in which work pace was set, its
repetitiveness, skill and attention requirements, whether the worker could
choose tools and methods, and whether he worked on the whole product
or a small part of it. The immediate job was one part of the "total" job
situation, which included the worker's relationships with fellow workers,
supervisors, union, and considerations of pay and security, general
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working conditions, promotion and transfer. This "total job situation"
approaches the use in this study of the concept of "community".
While forest work is much different from the mass-production factory
work that Walker and Guest studied, some characteristics of the
immediate job might be usefully examined by way of comparison. The
discussion distinguishes between manual and non-manual jobs because of
their fundamentally different nature.
Work pace

Production operations in logging are essentially man-paced judging from
the responses of the 65 manual workers interviewed. This is in spite of
the considerable mechanization that has taken place in the past two
decades. Over two-thirds of the manual forest workers said that they
could set their own pace of work , while the rest noted that their work
pace was largely determined by the tempo of the interlocking phases of
the operations. In fact, all were subject to a certain required level of
production to keep up with the rest of the operation and, thus, meet
the expectations of both supervisors and fellow workers (and if paid by
piece rate, to maintain an adequate level of earnings). Within these limits,
they could usually choose their preferred work rhythm.
Fallers did mention the pressure of having to keep the skidding
machines supplied with prepared trees or logs; chokermen, in tum, had
to match the pace of the skidder operator. Skidder operators felt the
pressure of keeping the roadside landing supplied with sufficient trees or
logs to prevent haul trucks from waiting unduly. Loader operators
especially noted work pressures, since they were usually hourly-paid men
caught between two groups of piece-workers-the skidder operators, who
did their best to fill the landing with logs, and the truckers, who did
their best to empty it. Since the earnings of these two groups usually
depended in part upon the loader operator's skill and pace, they could
be critical of unnecessary delay or confusion at the landing, and of
poorly-built truck loads. Powersaw operators (buckers) and tallymen at
the roadside landing had also to keep ahead of the loader's activities to
provide the logs necessary for loading and to avoid missed tree counts.
Failure to do so could produce inter-personal conflict with one's fellows,
as well as with supervisors. Ability to meet the pace of the operation
was, however, a frequent source of personal satisfaction, and constituted
a certain challenge in the daily work.
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Skilled manual workers such as heavy-duty mechanics were also
affected by the general pace of the operation, since it was their responsibility to ensure that the machines were in operating condition. Sometimes it was necessary to work un til the machines were repaired and
back in operation, regardless of the time or the weather conditions.
Of the 13 non-manual workers interviewed, 8 simply said that they set
their own pace on their jobs. The others qualified this by reference to
the need to work as necessary to meet deadlines and keep their operation under control, whether in the woods, woodland office, or shop.
Over two-thirds of the forest workers reported that they were able to
control their work pace for the most part in each of their most recent
three jobs. Seven indicated that their former job had involved a machinepaced operation, of which 6 were in sawmills, the other in highway
construction. Such work was not highly regarded among the workers
sampled. Blauner's (1964) report of the 1947 Roper-Fortune survey of
factory workers in the United States showed that sawmills and planing
mills were only slightly lower than the mass-production automobile
assembly and textile industries in the proportion of workers who felt
that their jobs made them work too fast, the percentages being 27, 33
and 32 per cent respectively. The study showed that fewer sawmill and
planer mill workers (55 per cent) than automobile workers (60 per cent)
felt that they could leave their work for 30 minutes if they had to.
Such data tend to support the impression gained from this study that
sawmilling .work was characterized by the machine pace of the massproduction industry. In this regard it provides a striking contrast to
forest work even though both are parts of the same broad industry, and
both occur within the same regional area, being, in fact, interdependent.
An interesting future study might compare specifically the psychological
and sociological characteristics of workers in these related, but fundamentally different segments of the forest industry.

Repetitiveness

The degree of repetitiveness (or alternatively, variety) in industrial
operations is a function of several factors: The number of operations the
worker must perform, differences in the materials or the product, and
differences in the nature of the work itself (Walker and Guest, 1952,
p. 40). In forest work, it is necessary to include also differences in the
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physical location of operations, and in the environmental conditions
under which work is performed.
For manual production workers in forestry, the number of distinct
operations performed in their jobs is not great. For example, the faller
will perform mainly felling, limbing, topping of trees and saw maintenance; the skidder operator may help the chokerman in load assembly,
then drive to the roadside landing, unload, pile and straighten the logs,
then drive back; and so on. None involves many distinct operations.
Variety derives from the conditions accompanying the operations themselves. Characteristics of the trees, terrain, weather, location and product
can combine in innumerable ways to present non-standard situations to
the forest worker. Movement from one workplace to another is usual
over the course of the workday, adding variety through a certain physical
freedom. The number of work cycles performed during an 8-hour shift
varies greatly with occupation in forest work. A faller may cut 200 to
300 trees in a day, each of which requires essentially the same sequence
of actions, but each is still a separate problem for the worker to solve.
The skidder operator may make 20 to 30 trips between the felling site
and the roadside landing each working day; again, the basic sequence is
much the same each time, but associated conditions change and create a
constant variety of problems for the human operator. For these reasons,
none of the forestry occupations observed could truly be called "completely repetitive", and only about one-third might fairly be called
"mostly repetitive". Nearly all were at least partly repetitive, in that they
involved recurring sequences of operations. .
By contrast, about 30 per cent of the automobile workers in Walker
and Guest's factory study performed only a single operation in their job,
and that under a highly controlled environmental situation. In the Roper
study (Blauner, 1964) 38 per cent of the sawmill and planer mill
workers said that they felt their jobs were too simple-equal to the
highest proportion giving this response in all of the 16 industries
surveyed.
Only 2 manual forest workers-both mechanics-felt that their jobs
were not at all repetitive. Of the non-manual workers, 5 foremen said
that their jobs were not at all repetitive. For most of the workers
interviewed, the statement that "there is always something different"
described a desirable feature in a job.

Physical effort and work hazards
Variety, however, does not mean a job is always easy or pleasant. Of
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the 65 manual workers, 5 were engaged in primarily manual labour, 21
operated equipment exclusively, 29 performed work involving a combination of these two types of work. The remaining 10 were skilled nonproduction manual workers whose jobs are less easily classified according
to these criteria. European studies of energy expenditure in forest
occupations have shown that they belong in the category of heavy or
strenuous physical work, especially the falling of trees. Lundgren (1971)
summarized some of this literature:
The physical work capacity of fellers . .. did not differ ... from results
of earlier studies of Swedish forest workers during the last ten years or
so. This means that they still have a very high physical fitness in
comparison to other occupational groups.. .. This is ... partly the
result of natural selection but may, partly, be explained from the
efficient physical training the forest workers obtain in their daily
work.... the work of fellers is just as heavy today-in spite of the
power saws-as it was decades ago when only manual tools were
used.... (p. 21).
As well as physical effort, the effects of machine noise and vibration and
general job hazards affecting the workers' safety and welfare have been
subjects of serious concern among students of forest work in most
countries where forest operations are significant. The variety of the work
environment introduces a variety of sources of work hazards. Falling or
moving trees and logs, moving machines, and the loss of control or
malfunction of machines are only a few of the possible sources of injury
that must be constantly guarded against through both active safety
procedures and passive safety devices. Nevertheless, when asked their
opinions concerning the job and associated conditions only 7 of the
forest workers commented strongly on the above points. Two machine
operators cited unfavorably the health risk, 2 the hazard, and 3 the
physical exertion involved in their work.
Job training
Estimation of learning time for the essential elements of the various
jobs was made somewhat difficult by the fact of the previous experience
of a large proportion of the sampled workers. More than one-half of the
manual workers said that it took less than 1 week to learn their present
job, but this was almost always a result of the advantage of having
previous experience in very similar work. Eleven manual workers felt
their job took from a week to a month to learn, 2 men estimated their
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learning period at from a month to a year, and 13 men said that it took
them longer than a year to learn their job. The majority of non-manual
workers estimated their learning time as a year or more. There is
evidently considerable variability in the tasks to be learned, and in the
individual learning abilities of the workers themselves. None felt that
their job could be learned in a few hours, as Walker and Guest (1952)
reported was possible in some assembly-line occupations. Of the sawmill,
one worker with such experience said: "There's nothing to it. The
foreman lets you try out for 2 or 3 hours-if you can't keep up by that
time they fmd someone else." This may be true of many, but not all
sawmill jobs; nevertheless, the similarity to assembly-line work regarding
the immediate job, and the contrast with forest work is again evident.
In forest work the training process is usually an informal, on-the-job
matter. Only 2 equipment operators had had any formal instruction in
the way of a general heavy-duty operator's course given by a school or
employer. Some had learned their trade or skill from their fathers in
family businesses. Most worked their way into equipment-operating jobs
through entry occupations such as chokerman. Alternatively, a man could
simply represent himself as an operator, obtain a job, and hope that he
could learn quickly enough to retain it. Even if fired by a company after
a day or two, he could gradually learn enough over the course of a
series of attempts to eventually hold an operating job. The dangers to
the "trainee", his fellow workers and the machines during this learning
process are obvious.
Among skilled workers, only 2 had actual tradesmen's qualifications.
Most had picked up their trade through accumulated practical experience,
with some short courses of from 2 weeks to 9 months in duration.
Supervisory workers were frequently conscious of their lack of training in
management skills.
THE BROADER JOB SITUATION
Work groups

The nature of work groups among forest workers varied with the
specific occupations of respondents, and with the particular technology
and sequence of operations chosen by the individual company. Thirtyfive, or one-half of the manual workers said that they mainly worked
alone. Twenty-three, or one-third, described as teamwork their relationship to the other workers, and only 7 answered that they were in
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"general cooperation" with others. However, 11 of the 13 non-manual
workers described their work-group relationships as general cooperation
with others. As might be expected, the scattered nature of forest operations produced a large proportion of relatively isolated workers, or small,
usually two-man teams.
Blauner (1964) noted advantages to team organization:
It is easier for factory workers to develop a sense of purpose when
they are members of work crews which carry out the job jointly than
for employees who do their work individually. . ..
For most employees, when work is carried out by close-knit work
groups, especially work teams, it will be more intrinsically involving
and rewarding.... (pp. 23,28).
and in his comparison of four factory industries demonstrated the importance of the production technologies and processes involved in the formation of effective work groups. For automobile-assembly and textile-mill
workers it was much more difficult to establish work teams than it
was for craft printers and workers in a highly automated chemical plant.
In the forest, there is greater physical separation of workers than in any
of these factory situations. However, forest workers essentially controlled
their own work pace, as did the printers and chemical plant workers.
Even for those forest workers who work substantially alone there is
usually periodic contact with other workers during the workday, which
tends to develop a sense of their connection to the production process as
a whole. This, perhaps, provides even the relatively isolated workers a
more team-like orientation than might be predicted from the simple fact
that the majority "work alone".

Supervision

The dispersed character of forest operations also affects the level of
supervision of the work that is practical. A foreman in charge of some 12 to
20 men who are working in widely separated locations may be able to check
each only once or twice during a working day. Much of the initiative for
performing the required work must therefore come from the workers
themselves, especially in planning the specific details of their jobs. The
foreman determines cutting areas and general layout of the work, arranges for
men, machines and materials, and periodically checks the quality of the work
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performed. It follows that not much time is left to direct specifically the
work of individuals; the result is a low level of supervisory pressure on the
workers, compared to more factory-like industrial operations.
To return to the sawmill example for contrast, in which industry over
one-half of the sampled forest workers had at some time worked, supervision
was apparently much closer. Some representative comments were: "There's
always someone looking over your shoulder in the mill.", and "When it got so
there were more bosses than working men, I decided it was time to leave."
This may have been less true of the smaller mills than it is of the larger
facilities that are becoming more common.

Payment and income factors
In the woods, piece-rate methods for payment of forest workers have
commonly been used to counteract the employers' inability to supervise
operations closely (Winer, 1961). Control is exercised indirectly by arranging
for the workers' earnings to vary according to their individual (or perhaps
team) effort and output. Thirty-seven of the forest workers interviewed (over
one-half of the manual workers) were currently being paid according to a
piece-rate or partial incentive system on their job.
The income that the job provides is a central element in the total job
situation. Income is affected by a number of factors, principally: The
TABLE IV-19
DISTRIBUTION OF HOURLY-PAID
MANUAL FOREST WORKERS SAMPLED,
BY CURRENT RATE OF HOURLY
PAY (DURING THE STUDY)

Number of forest
workers

Pay rate
($ per hour)

3.00-3.49
3.50-3.99
4.00-4.49
4.50+

4

23
11
5

TOTAL
alncludes
22
workers
incentive-payment scheme.
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standard hourly rate for a given job, the piece rate and all aspects of the
operating and environmental conditions that can influence production under
a piece-rate system, the regular working hours per day and per week, overtime
hours and rate premiums, and the amount of time lost during the year
because of layoff resulting from poor weather -conditions, poor markets or
other influences beyond the worker's, or even the company's control. Pay
rates for the hourly-paid manual workers at the time of the study ranged
from $3.18 per hour to $5.00 per hour. The distribution is shown in Table
IV-19, and includes workers from both union and non-union operations who
were in the sample. While the actual rates are of little enduring interest except
to the parties involved, it is important to note the wide range in rates,
implying an accompanying wide range of manual skills and/or responsibility.
Walker and Guest (1952) point out the narrow range in pay rates that
accompanied the essentially de-skilled jobs of the mass-production assembly
line in the automobile factory, and which eliminated clear-cut, substantial
promotional steps.
The amount of overtime -work reported by forest workers tended to
increase with the remoteness of the operation, and the resultant scarcity of
workers. Only 6 of the 43 hourly-paid manual workers reported working no
overtime in their current job, while almost one-half reported working 20 or
more hours overtime per week. In fact, a few earned more in overtime pay
than they did in regular pay. The availability of overtime pay was often a
powerful inducement to workers to work in the more remote areas. While one
is away from family and civilization for extended periods, leisure is of
relatively little value-one might as well work as long, and earn as much as
possible.
Estimates of weekly earnings were derived from information on the rates
and hours of work. Table IV-20 snows the distribution of weekly earnings for
the hourly-paid manual forest workers in the sample. These earnings varied
from less than $150 per week to more than $400; the variations related
mainly to occupational differences and differences in the amount of overtime
work of the sampled workers.
The number of months worked per year is the remaining major variable in
determining the hourly-paid forest workers' incomes. The distribution for the
hourly-paid workers is shown in Table IV-2l. Since it is fairly common for
the workers' jobs to change with the season, the table refers to number of
months work per year with the present employer, rather than in the present
job. (This should not affect income estimates seriously, however.) A number
of the forest workers commented favorably on the practice of their employer
to try to keep them employed year-round in spite of seasonal effects on
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TABLE IV-20
DISTRIBUTION OF HOURLY-PAID MANUAL
FOREST WORKERS SAMPLED, BY ESTIMATED
AVERAGE WEEKLY EARNINGS, INCLUDING
REGULAR AND OVERTIMP PAY

Estimated average
weekly earnings ($)

Number of forest
workers

100- 199
200- 299
300- 399
400+

15
17
7
4

TOTAL

43

aOvertime pay estimates based on overtime rates
(usually one-and-one-half times regular rates) for
more than 40 hours worked per week or more than
8 hours per day. Excludes transfer payments.
operations in the woods. For example, one man worked as a tractor,driver in
the woods during wiriter, and as a boat bperator on the river as soon as the ice
left in the spring. Other men who were primarily boat operators on Williston
Lake, north of the town of Mackenzie, worked for the same companies in the
forest or mills during the winter. The table shows that the great majority were
reasonably assured of working 10 months or more per year with their present
employer.
These data were used to estimate annual income for the hourly-paid manual
forest workers from their current employment. The wide range of incomes in
Table IV-22 reflects not only the variety of skills represented-from unskilled
to skilled trades-but also variations in the amount of overtime worked and
the number of months of work available at different locations and with
different companies. For this group of workers, the average annual income
estimated from the current employment was $10,800. This does not include
extra earnings (which were too difficult to estimate) for 22 of these men who
were paid on a partial piece-rate basis, and who could earn extra income by
producing at a rate above a specified threshold level.
Piece workers included mainly tractor operators and fallers in this sample.
There was a wide variety of payment systems, but most common was a simple
rate per tree that could vary according to average tree size, terrain conditions
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TABLE IV-21
DISTRIBUTION OF HOURLY-PAID MANUAL
FOREST WORKERS SAMPLED, BY ESTIMATED
NUMBER OF MONTHS WORKED PER YEAR
WITH THE PRESENT EMPLOYER
Months worked per year
with the present employer

Number of forest
workers

6

1
2
2

7

8
9
10

3
15
9

11
12

11

TOTAL

43

or season in a given area. Other systems included payment per "butt-inch" of
tree size, per ton of wood, per thousand board feet, and per truckload.
Earnings of the 18 workers who were paid exclusively on piece rates varied
TABLE IV-22
DISTRIBUTION OF HOURLY-PAID MANUAL FOREST
WORKERS SAMPLED, BY ESTIMATED ANNUAL WAGE
INCOME FROM CURRENT EMPLOYMENT
Estimated annual wage
income ($)

Number of forest
workers

3,000- 4,999
5,000- 6,999
7,000- 8,999
9,000-10,999
11,000-12,999
13,000-14,999
15,000-16,999
17,000+

2
4
11

9
6

4
5

3

TOTAL

43
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between $50 and $100 per day, but were mostly in the range of $65 to $80.
Although none reported that they worked a full 12-month year with the
present employer, estimated annual earnings for their current employment
ranged from $9,400 to over $20,000, and averaged $15,900.
The non-manual workers were mostly salaried, as were a few of those
working as skilled tradesmen. The majority of salaried workers were
employed a full 12 months per year. Their estimated annual earnings ranged
from $6,600 to $20,000, and averaged $11,300.
The first impression one gains from these figures is that the average forest
worker appears to be making a substantial living. Verner et at. (1967)
reported that the average annual income for non-farm rural household heads
in the area of Prince George in 1967 was just over $5,100. Only about 17 per
cent earned $8,000 or more, and 7 per cent earned $10,000 or more. (There
was a correlation of r = .92 between earned income and total income.) Farm
respondents earned about $400 less per year than non-farm. By comparison,
over 80 per cent of the forest workers in the present sample earned more than
$8,000 (estimated for current job in 1971); two-thirds earned more than
$10,000.
In 1968, average weekly wages and salaries for all British Columbia
industries combined were estimated as about $121 (British Columbia
Department of Industrial Development, Trade and Commerce, 1969), or an
annual equivalent of $6,300 for a full 12 months of work. The same report
showed that forestry wages averaged about $150 weekly, equivalent to
$7,800 over 12 months. This average weekly wage was exceeded only by the
mining ($152) and the construction ($161) industries. Thus, the estimated
earnings of this sample of forest workers seem compatab1e with, although
toward the upper end of the distribution of earnings in the British Columbia
forest industry as a whole. One would expect to find higher forestry earnings
in an area of relatively new expansion and comparative isolation such as is
true of the northern interior study region.
Work organizations

Workers' relationships with company representatives and with the union, if
there was one, were another important aspect of the total job situation. The
company was generally represented at the operations level by the foreman,
the union by the shop steward. Three companies in the sample were
organized, and just under one-half of the manual workers interviewed were
currently union members. However, union officials seemed more to
emphasize their strength in the mills, rather than in the woods. They could
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not estimate the number or proportion of forest workers in the region that
they represented, although membership and influence appeared to be growing
as the trend toward larger, integrated industry establishments continued.
From workers' comments, it appeared that the union's ability to enforce the
seniority rule was not yet firmly established. One worker hesitated to submit a
grievance when wrongfully bypassed, for fear of causing himself trouble at some
other point, for example, in the area of work assignments. Perceived
favoritism in one company moved one man to comment: "The company's
not too good because of the people higher up. Their attitude toward the
working man is that you're a dog under their feet. Others will tell you the
same." In fact, others in the same company did volunteer this opinion in later
interviews. Whether true or not, it seemed to be commonly believed.
However, there appeared to be no obvious relationship between the presence
or absence of union representation and the relative favorableness of opinions
expressed concerning a given company . Fair treatment was appreciated, and
seemed to encourage comments indicating a sense of loyalty to the current
employer.
ATTITUDES TOWARD THE CURRENT JOB
The foregoing sections have sought to describe the characteristics of the
forest workers' jobs and associated work situation factors, but have not dealt
specifically with what the forest workers think of them. The behavior of
individuals and groups of workers in the labour force is not a function of the
objective conditions alone, but also of the way in which those conditions are
viewed-the opinions and attitudes of workers concerning their jobs and job
conditions. The workers interviewed responded to questions concerning their
general satisfaction with their jobs, what they specifically liked or disliked
about them, and conjectures regarding the future in their present, or other,
line of work.

Job satisfaction
Asked their opinion of the present job, 56, or over two-thirds of the forest
workers indicated that they were reasonably satisfied. Another 14 indicated
qualified satisfaction, mentioning a variety of factors such as a low piece rate,
long travel distances , or poor camp conditions or working conditions as a
significant drawback.
Eight men-four of them non-manual workers-indicated specific dissatifac-
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tion. One of these was an older man with a small logging contracting business,
who said that the work of running the business as well as one of the machines
in the woods was "too hard at my age". He went out of business only two
weeks after the interview, following up his expressed desire to "get out of the
bush, the sooner the better". A woods foreman for another company said of
his job: "I've a notion to quit- I did once, but they talked me into coming
back. The money could be better, the hours are too long, and there's too
much paper work." In fact, his salary was the lowest of all the supervisory
workers interviewed. Another foreman was concerned about the long travel
distance from home to work, and said that he had "thought about hourly
jobs in town quite often" . And a timekeeper at one logging camp said:
"There's good and bad about it. The money is OK, I have friends here, and
I'm getting some good experience. But I don' t like life in the camp, away
from civilization." He was quitting his job at the end of the week for another
"in town" .
Of the 4 dissatisfied manual workers, 3 were machine operators and one
was a mechanic. The mechanic said of his job: " It could be better-the door is
off the shop and it gets too cold in the winter. The pay isn't bad, but you
don't seem to get ahead by getting more money. Prices just go up and you get
further behind." He was seriously considering other alternatives. A skidder
operator commented that "It's tolerable for now, but we've got old machines
and they break down all the time-that costs you money on piece rate. The
hills are steep where we're working now, and there's always the danger of
rolling the machine over. I'm trying to get into the pulp mill now." A young
powersaw operator gave personal reasons-conflict with the foreman-for
dissatisfaction with his job ; he quit on the day of the interview. And a tractor
driver said rather resignedly, "To tell you the truth, I don't like it, but what
are you going to do? It's the only work I know. "
An examination of the main points of dissatisfaction for the 22 workers
who were somewhat less than satisfied showed that their complaints were
evenly split between immediate job factors and associated work conditions. A
few of their comments have been included above to indicate something of the
variety of possible causes of dissatisfaction with forest work. There is
obviously no single factor or factor category that is associated with job
dissatisfaction, so any simplistic "solution" to the " woods labour problem"
must be suspect. For this group at least, job satisfaction as related to job
stability or tenure is a somewhat circular notion. Many said that "If I wasn't
satisfied, I wouldn't be here." Thus, the fact that they remain on their
present job implies that they are reasonably satisfied with it.
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Perhaps this general attitude with respect to the present employer and
occupation is not so different from other industrial workers, since Blauner
(1964) noted of even repetitive factory work:
... such work does not necessarily result in intense or even mild
dissatisfaction ... research in job satisfaction suggests that the majority of
workers, possibly from 75 to 90 per cent, are reasonably satisfied with such
jobs. (p. 29).
This is supported by the results of a study of 370 forest workers in Sweden,
summarized by Lundgren (1971), which is part of a series of studies of the
attitudes of workers in different technological environments:
The forest workers did not differ from industrial workers regarding general
contentment with the job. The majority expressed a high general
contentment. On the other hand, forest workers experienced a higher
psychological motivation in their work; they found their work more
interesting and less monotonous. The greatest difference from industrial
workers was that the forest workers experienced a considerably higher
degree of freedom to decide for themselves regarding the organization of
their work and their general work situation. This sense of freedom was
looked upon as the most important determinant of work contentment and
willingness to remain in the job. (p. 22).
He noted further that:
Tractor drivers showed a higher psychological work motivation than fellers
and they experienced their work as less physically straining. Furthermore,
the general contentment with the job was higher among tractor drivers. On
the whole, the transport mechanization was found to have lowered the
physical work demands without any change of the sense of freedom to take
decisions regarding the work procedures. On the other hand, operators of
machines for lopping [Le., removing limbs] and debarking experienced a
considerably lower degree of freedom and a lower psychological work
motivation; in this respect, their attitudes were similar to those of industrial
workers. More negative attitudes of this type were also found among team
workers at centralized work places organized for the processing of whole
trees, as compared to fellers and tractor drivers. (p. 23/24).
Satisfaction and job tenure are also likely to be associated with productivity to some degree, although this was not measured in this study. A forest
worker's normal satisfaction with "good production per se tends to be
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reinforced by the fact that his earnings are frequently a direct function of
production. However, piece rates that are too "tight" or difficult to achieve
are not likely to motivate men, and, in fact, appeared to generate
dissatisfaction with the pay aspect of the job. Piece rates that are too "loose"
may invite over-exertion and over-production on the part of the workers,
usually followed by rate-cutting on the part of the employer (Whyte, 1955).
Rate-cutting can take the form of an actual reduction in the amount paid for
a given amount of work, or it can be in the fonn of an addition to the
requirements of the job. For example, fallers who are "earning too much"
when only falling trees may suddenly be required to limb and top the trees as
well, to bring their earnings into line with the employer's notion of what they
should be earning. This action does little to enhance the image of the
company among its employees. Dissatisfaction may lead to desertion as
workers react to rational expectations of better pay elsewhere, or to irrational
feelings of anger and independence. Said one faller: "On my last job I was
getting eighty cents a tree to fell , limb and top. Then the foreman started
counting the small trees two trees for one. I didn't argue, I just left."
During the study, frequent comments and complaints were noted concerning piece rates-some were too complicated, some too difficult to
achieve, and some were too easy to achieve and required protection. Both
production limitation and rate cutting were cited. "Our skidding rate used to
be quite good," said one skidder operator, "but then young
_
went all out and earned $140 in one day. The boss saw that and cut us back by
ten cents a tree right across [the range of tree sizes]. The foreman has warned
us not to go above $80 a day." These sorts of comments suggest the need for
a more rational basis for determining piece rates, or perhaps even their
elimination, if dissatisfactions from this source are to be reduced. Alternatively, even under current basic rate-setting procedures and assumptions
regarding human motivation, it seems fair to point to a need for greater care
and equity in the development and administration of piece rates for forest
workers.
Likes and dislikes

During the interviews, forest workers were asked to express their feelings
concerning liked and disliked aspects of their present jobs. The approach to
this question generally followed that of Walker and Guest (1952) and Udy
(1971) in their studies of automobile assembly workers. Respondents ranked
features of their present job according to their relative importance to
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themselves, considering only those likes or dislikes which were among the 5
most important to the individual worker. For example, an individual might
rank a "liked" feature of the job as of first importance to him, a "disliked"
feature might be second in importance, another "liked" feature third, and
so on.
The individual job factors mentioned by workers were grouped into 5
general job-factor categories:
Immediate job conditions:
-work pace
-interest content
- thought required
-repetitiveness or variety
-ability to move about or not
-physical work conditions
-freedom to choose methods
-effort reqUired
-out-of-doors or indoors
Economic factors:
-pay: hourly or piece-rate
-steadiness of work
-hours of work
-fringe benefits
Social aspects of the job :
-work alone or in groups
-freedom to talk to others
- supervisor's characteristics
-size and character of company
-union
-chance to meet people
-fellow workers
Personal investment factors :
-chance for advancement
-responsibility
-training
-increase skill or knowledge
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Family and community factors :
-distance to work
-separation from family
-living conditions
-camp milieu
- recreational opportunities
The responses, for all forest workers combined and summarized according to
the above job-factor categories, appear in Table IV-23.
In general, "liked" features of the job greatly outweighed "disliked"
features-in keeping with the relatively prevalent expression of job satisfaction discussed earlier. Practically all of the respondents gave a "liked"
factor as the most important feature of their current job. Of these, there was
a nearly even split between workers who saw various aspects of the immediate
job as most important (42 per cent), and those who gave first priority to the
economic aspects (44 per cent). Other of the associated job conditions-social
aspects of the job, personal investment and advancement possibilities, and
factors related to family and community-were much less frequently
mentioned either as first-rank liked or disliked aspects of the forest workers'
current employment.
The proportion of disliked features tended to increase at the expense of
liked features as the ranked importance decreased, Le., across the Table
IV·23. This especially was true of immediate job conditions. In this category,
"ability to set own pace", "interesting work", "can do many things" and
"outdoor work" accounted for 21 of the 31 first-ranked liked features. "Bad
working conditions" (mainly related to climate, timber and terrain factors),
and "work too tiring" accounted for 11 of the 16 fifth-ranked dislikes
relating to the immediate job conditions. These two comments comprised
over two-thirds of the 41 responses of workers who mentioned a disliked
feature of the immediate job among the 5 most important characteristics of
their present employment. Evidently, there was conflict within individuals
regarding the attractiveness of active, outdoor employment, and the
frequently uncomfortable or arduous conditions which accompany it.
Of the 32 workers who said that economic factors were the most
(first-ranked) liked aspect of their job, 29 cited "good pay" as the single
most-important item. In fact , appreciation of good pay was the single factor
mentioned most frequently by the respondents as a whole. Fifty-one, or
two-thirds, approximately, of the forest workers mentioned good pay among
the 5 most important features of their job. Only 6 men so designated the
factor "poor pay" . Interestingly, 20 men included "steady work" among the
5 most important characteristics of their job, while only 4 men included
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"work not steady". Apparently, most of those among the sampled workers
who desired steady work had obtained it, whereas those who had not obtained
steady work were not especially concerned with that aspect of their jobs.
In the category of social conditions at work, "good boss" and "large
company" were mentioned most frequently (by 15 and 9 workers
respectively) among the five most important factors associated with the job.
The few comments in the category of personal investment dealt mainly with
expressions of favorable chances for advancement with the present employer.
Of those respondents who mentioned some community-or family-related
factor among the 5 most important features of their job, 19 mentioned
distance to work-7 favorably, and 12 unfavorably. These last 3 factor
categories- social aspects of the job, personal investment, and family and
communi ty factors-are of importance, and are perhaps key aspects of the job
to some of the workers interviewed, depending upon particular circumstances. However, they do not seem to be of central concern to the majority
in assessing the quality of their jobs. Conditions of the immediate job and its
associated economic aspects would appear to be of significantly greater
import to the average forest worker.
Some writers have cited relatively low status of forest work (Granskog and
Manthy, 1970) as an obstacle to recruiting and retaining forest workers. Hall's
(1969) summary of the National Opinion Research Center survey does show
that the occupation "lumberjack" ranked 73rd in a list of 90 occupations in
the United States. (The survey sample controlled for respondent's community
type, age, education, general socioeconomic standing and geographical
region.) This corresponded to the 1st (lowest) population decile scale of
social status, and tends to support the notion of a generally-held opinion of
the low social status of forest work. However, it is perhaps less important
how others view the occupation of "lumberjack", or forest worker, than how
the forest workers themselves view it. Hall noted as problems of the survey
that:
Distortions enter the picture from the tendency of people to underrate
occupations lower than their own and overrate their own occupational
positions. This problem is compounded when it is remembered that the
level of education affects an individual's ability to rank positions in the first
place. (p. 274).
Furthermore, among operatives and labourers the most frequently-mentioned
feature determining an occupation's standing was that it "pay well" (Hall,
1969, p. 272-73).
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These points would lead one to expect that the forest workers' own
evaluations of their work and its general social standing would be reasonably
favorable. When the question was asked: "How would you say that the type
of work you are doing now is viewed by other people in general? Is it a good
job to have?", the majority of the forest workers took "other people" to
mean those fairly close to them-fellow workers, friends and family. About
three-quarters (58) of the workers felt that their job was a good one, and
viewed favorably by others. Fifteen men did not know, or said that opinions
of their work depended on whom you referred to-people in a similar
occupational category, or people in a higher or lower category. Only 4 men
answered that their job was probably not viewed as a good one to have. Each
of these 4 had exhibited some downward mobility (in their opinion) over
their recent work history. One foreman who had previously had a logging
contracting business said: "Everyone thought I had a good job when I was
doing this on my own. They thought it wasn't so good to take my present job
as foreman for somebody else." A timekeeper who had been laid off by his
previous employer (mentioned above as disliking his work in the logging
camp) replied that "People think I'm crazy to do this work for the low pay I
get and the long hours I put in-rm leaving as soon as I can." A boat operator
who was just recovering financially from the failure of his farming venture
said: "I usually go home about once every three or four weeks and spend five
or ten days there. My wife's relatives think I'm a rat for being away from the
family all the time-the children don't get a good upbringing. You do what
you have to, but this is no place for a married man." He still had land, and
planned a renewed attempt at farming in the future. And a young riverman
stated that "My family and friends were disappointed that I quit school to
take up my father's line of work. It seems that the average person wants to
work in an office-my friends think of that as a good job. I didn't want an
office job."
While most workers thought their job would be considered a good one,
fewer were willing to recommend it to a young man just starting his work
career. One-half of those interviewed would recommend their job to others;
one-quarter said they would not. The remaining one-quarter of the
respondents qualified their answer, stressing that the particular individual
must be suited to, and interested in outdoor work, and not be "afraid of hard
work". Skilled workers were more nearly unanimous than others in
recommending their occupations to others. There was no apparent association
between age of the respondent and whether or not he would recommend his
work to others.
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CAREER EXPECTAnONS IN FOREST WORK

The sample of this study is essentially a cross-section of current forest
workers at one particular time, although it has a time-series aspect in the form
of the recorded work histories to date. As such, it is not particularly suited to
an examination of occupational progression over the work career. Nothing is
known, from this sample, of the forest workers who leave the forest industry.
Still, a tentative sketch of "typical" career progression in forest work seems
useful, perhaps to be corrected or supplemented by some more specific future
study.
Men who enter the forest industry at an early stage of their working career
usually begin in an unskilled, traditional "entry" type of occupation. The
specific jobs vary with particular technologies, but may include : Tallyman,
chokerman, cookhouse worker or "flunkie", or helper for a machine
operator. In these jobs, they receive informal training and experience in forest
work, and observe machine operating methods. Some union contracts specify
the time to be spent each day in the training of the helper by the machine
operator. The rarer, formal training through equipment-operating courses
provides trainees with much the same information in a more concentrated
form. However, the practical production orientation may be absent in these
situations. Forest workers frequently commented on the difference between
the ability to operate a machine, and the somewhat different skill of getting
work done with it. Formal instruction in machine operation met less approval
among forest workers than the more traditional, informal "apprenticeship"
procedure. During this initial period, the young worker develops an idea of
the kind of forest work he would prefer, taking into account the specific
nature of the job, relative wages, and the steadiness of employment offered.
Or, he may decide that the forest industry is not for him, after all.
Within two years or so, the young forest worker usually moves into an
operating job. This may occur sooner if the man is willing to take a chance on
his ability to hold the job, change employers, and perhaps work in a more
isolated location. If he is successful, the worker's subsequent career may be
relatively stable regarding the nature of his work, although it may comprise a
series of many individual jobs of short duration. Powersaw operators, for
example, seldom become skidder operators or truck drivers, and vice versa.
Their skills may be transferable to work in other industries if that is required.
(The data of this study suggest considerable movement of this kind, for
purposes of variety, economic opportunity or fill-in during layoff periods.)
The bulk of the forest worker's active career appears to consist of operating
jobs, following his early "entry" experience. Mobility between industries,
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regions and companies is common, but usually occur,s within the framework
of his acquired skills. Workers who have become experienced equipment
operators in other industries (e.g., agriculture, construction, transportation)
can often transfer directly into forest work, and gain the specific details of
forest work applications on the job. This is true of truck drivers and crawler
tractor operators especially. There was an indication that the best operators
were among the most mobile, for example, working in logging during the
winter and in construction during the summer. One woods foreman noted
with satisfaction the approaching end of the construction season, saying
"We'll start getting some good cat skinners (tractor operators) pretty soon
now."
Skilled workers, for example mechanics and welders, can move between
industries even more readily. In fact, other industries appear to be the source
of most skilled workers on logging operations, since the forest industry has so
far produced few of its own. The shortage of skilled workers offers
opportunity for advancement to young men beginning in the forest industry
who have mechanical aptitude, interest, and perhaps some training.
Workers frequently mentioned their entrepreneurial interests (e.g., a desire
to own their own truck, tractor or skidder), and the work histories revealed
that a considerable proportion of forest workers experiment in this direction.
Success in business was not unconunon, yet it was not typical judging from
the careers of the men sampled. A sample covering more of the small
contractor operations of I to 10 men may reveal a greater incidence of
success than is indicated here. Having one's own business was looked upon as
both economically and socially desirable, and, if profitable, could provide
security in later years. Then one could hire machine operators and
concentrate on the management of the business.
With increasing age of the worker, the physical effort required on some jobs
becomes too great and dictates a change. This was most noticeable among
skidder operators, and among powersaw operators engaged in felling trees.
Both are physically demanding, and are generally regarded as young mens'
occupations. Fallers in the 60-year age category were observed, so this is not a
fast rule. However, as Lundgren (1971) pointed out, the accumulated
experience of many years in the occupation is usually not enough to
compensate for decliping physical capacity. He presented data which show
average working time (hours per day) gradually declining after age 50, and
average piecework earnings of fallers declining steadily after the 30- to
35-year age category.
During the study, certain less taxing jobs in the forest industry were noted,
in which older workers could fmd semi-retirement. The job of camp caretaker
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("bullcook"), often in combination with first-aid responsibilities, was
frequently held by a former production worker. One such man in the sample
had been a faller. He still identified with his former trade, however, and
maintained that he could go back to it if he wanted "to make some fast
money" .
The oldest man in the sample was operating a road grader in the woods, a
relatively easy job compared to his former work operating crawler tractors.
He said "I want to keep working as long as I can. I'll run this grader as long as
I can still climb up on it." Thus, it seemed that the older forest workers were
loath to give up their work, even though more than one said that "I'll just
stay one more year and then find an easier job in town ." In fact, forest
workers at all age levels made similar remarks. Even after the easier job was
found , the older workers still talked, perhaps unrealistically, about going back
to their former occupation in the woods.
However, "easier" jobs are fairly limited in forest work, and older workers
commented on other future possibilities, including retirement, light work in a
sawmill (e.g., janitorial), small equipment sales or repair businesses, farming
and so on. The job of woods foreman was one of those to which
long-experienced forest workers might go, in spite of limited education. Men
who were older, or who perhaps had been injured and could no longer
perform strenuous physical work, were observed in such supervisory roles.
With greater education and a desire for foremanship , of course, a· much
younger man with a number of years of practical experience in operations
might become foreman. The difference in supervisory performance between
men who had followed these two routes could not be judged from the
sample.
Thus, the job of foreman was looked upon as a situation of semi-retirement
by many forest workers. One faller had been approached several times to take
a job as foreman for his company but said "Maybe I'll take the job when I'm
too old and broken down to work anymore, but until then I'll fall trees. The
work's easy, but the money doesn't cover the extra hours, headaches and
paperwork." A foreman for another company (an injury had forced him to
give up his former work in the woods) supported this view, saying that "A lot
of good foremen wouldn't go foreman ." He also vouched for the long hours,
low pay, worry and paperwork.
Some forest workers are able to continue with their usual work up to the
stage of retirement from the labour force. Others fmd easier, semi-retirement
jobs, but remain in the woods. Still others leave forest work for easier jobs in
other industries-about these men, few data were available to this study.
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However, the relatively low average age of the forest labour force compared
to the general labour force suggests that their numbers may be considerable.
It has been noted that piecework earnings tend to decline with age after the
peak earning years in the mid-thirties. Probably wage earnings from overtime
work decline with age also, as the worker is less able to work the extra hours,
and perhaps loses interest in extra earnings. "I've had more than my share of
overtime," one tractor driver nearing retirement age said, "someone else can
have it now." It seems likely that the decline with age in both piecework and
wage earnings is related to reduced income needs as well as lower work
capacity. In the later stages of the work career, family responsibilities
probably become less pressing. Extra income would therefore be expected to
decline in importance relative to other characteristics of the work situation.

SUMMARY
This chapter has treated the career patterns and expectations of forest
workers, the nature of their current jobs and attitudes toward their current
work in the woods. Career patterns illustrate the range of industrial and
occupational experience among forest workers, and routes to their current
employment. Job characteristics and the workers' job attitudes help in
establishing reasons for their choice of forest work. The following points
seem important in this respect:
1. First jobs of most of these forest workers were in manual occupations
except for those men whose fathers were farmers, about one-half of whom
entered farming initially.
2. Current jobs of these forest workers, whether manual or non-manual,
were not strongly associated with the fathers' main occupational categories.
3. The sampled forest workers who migrated from other areas did so at an
average age of 29 years, after some 14 years of labour-force experience
elsewhere.
4. More than one-half of the sampled forest workers who had migrated
came to the northern interior region in the period 1965-71, a time of
pronounced industrial expansion and opportunity in the area, especially as
compared to agriculture and forestry in the rest of Canada.
5. The forest workers had spent an average of 19 years in the labour
force, including 9 years in forestry and 2 years in forest manufacturing
industries. Agriculture, construction, transportation and trade-commerce each
accounted for a year or more of the hypothetical "average" working career.
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6. The supervisory workers tended to have more, skilled workers less
forestry experience than did unskilled or semi-skilled workers. Skilled
workers exhibited the greatest amount of inter-industry mobility.
7. Inter-industry mobility has been marked among the current forest
workers in the course of their three most recen t jobs. Just over one-half were
in forestry in their previous job; fewer than one-half in the job before that.
8. Manual labour and operative occupations accounted for two-thirds of
the "average" working career, and skilled trades about one-tenth. There was
considerable mobility across occupational lines in the recent job historiesexcept for entrance to the skilled category.
9. Entrepreneurial experience increased with "higher" current skill
category and appeared related to educational advantages, namely high-school
graduation.
10. Only one-third of the sampled forest workers had an average job
duration of more than 2 years for their working careers. Average job duration
increased with number of years in the labour force, and thus age, but was
not significantly associated with current skill category.
11. On the job, most of the forest workers felt that they controlled their
own work pace, and expressed dislike of machine-pacing. A sense of freedom
was an important element of the immediate job situation.
12. Training for forest work was informal and on-the-job in most cases and
at all skill levels; technical qualifications were rare.
13. The dispersed nature of logging operations tended to isolate individual
forest workers and reduce supervisory pressure, compared to more factorylike work enVironments.
14. The forest workers' earnings varied widely, depending upon wages and
piece rates, overtime hours worked and the extent of seasonal layoff.
Estimated incomes were higher than was general for the British Columbia
forest industry or related industries, or for the general population of the
region.
15. Nearly three-quarters of the hourly-paid manual forest workers
sampled and all piece workers experienced some seasonal unemployment in
their current jobs.
16. Two-thirds of the sampled forest workers expressed general satisfaction
with their current work. Income factors and immediate job factors shared the
spotlight as most-important features of their current jobs.
17. Three-quarters of the men interviewed felt that their job was a good
one, well thought of by others. However, fewer said that they would
recommend their job to young men.
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CHAPTER V
DECISION PROCESSES IN JOB-CHANGING BEHAVIOR
The previous chapters have discussed the observed characteristics of forest
workers, the nature of their work, their work histories, and something of
their attitudes toward their present jobs. The discussion has dealt with
relatively factual matters describing forest workers in a selected study region.
It has not so far grappled with the question of why the observed
characteristics should be as they are, nor what has lead the forest workers to
the jobs in which they are currently occupied. This chapter will examine in
more detail the expressed reasons for the forest workers' recent job changes
that might shed light on the decision processes and values involved.
PATTERNS IN RECENT JOB CHANGES

The interviews provided detailed information about the forest workers'
most recent three jobs, including both forestry and non-forestry employment.
Their curren t job at the time of the study has been labelled Job N, and the
two previous jobs as Job N-l and Job N-2 respectively. Tables IV-9 and IV-lO
(pages 58 and 59) showed the prevalence of inter-industry mobility, and
Tables IV-14 and IV-IS (pages 65 and 66) inter-occupational mobility, over
the course of this series of job changes for the sampled individuals. The total
number of individuals occupying the main-diagonal cells in any of these tables
never far exceeds one-half of the sample. Hence, about one-half of the men in
the sample changed industry and/or occupation in each of their recent
changes in employment. The mean durations of each of the last three jobs for
the sample as a whole were :
Job number

Mean duration (yr.)

Standard deviation (yr.)

N
N-l
N-2

2.4
2.1

2.8
2.5
2.2

1.8

While there does appear to be a trend toward longer average job duration over
the short term, the coefficient of variation is in each case greater than 100 per
cent. This, combined with the small differences between means casts doubt
on the statistical significance of the differences in mean job duration over
time. A paired t-test was not significant. In addition, the mean duration for
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Job N is subject to several biasing influences, principally: 1) Job N has not yet
been tenninated, and so its full duration is not known, although certainly
longer than estimated above; 2) the sample selection eliminated those workers
having a current Job-N duration of less than 6 months, which would tend to
bias the average duration upward. For all three jobs, the distribution of forest
workers according to job duration was right skewed, with more than 50 per
cent of the workers occupying the a-I year job·duration category.
For the sample, Job N-l and Job N-2 comprise 154 job tenninations in all.
Except for the few cases of promotion or demotion , job tennination implies a
change of employer as well. A variety of reasons was given for both voluntary
and involuntary terminations; Table V-I summarizes the single most
important reason expressed for each of the terminations recorded. Although
involuntary reasons accounted for one-third of the recorded job tenninations,
the majority of terminations were under the control of the workers
themselves. Factors associated with the immediate job and with income again
appeared to be important and tended to indicate that the expressed likes and
dislikes of the workers concerning their jobs influenced actual jobtennination decisions. Miller and Fonn (1964) noted evidence on the causes
of job changes in the United States:
Data for 1955 [Le., from the United States Bureau of the Census] suggest
that almost two-fifths of the job changes were motivated by hopes of
improving job status-to secure more pay, more interesting work, and to
escape unpleasant aspects of the job. Almost one-fourth of the moves were
forced by economic factors such as layoffs and business failures, and almost
one-fifth were cases of giving up "temporary jobs". Thus, almost half of the
moves were caused by economic conditions beyond the control of the
workers. (p. 67).
Differences in time, place and economic circumstances make comparison
difficult, but it appears that forest workers have motivations in job changing
that are similar in overall character to those of other industrial workers.
Forest workers also seem to have at least as much control over their job
terminations as do industrial workers generally.
It is interesting to notice the relative importance of personal conflict to the
job termination decisions, being equal in observed occurrence to tenninations
for reasons of low income. Usually this referred to inability to get along with
supervisory figures. It is possible that some responses in this category masked
incidences of rationalized involuntary terminations, such as firings.
At each of the most recent job changes, about two-thirds of the
respondents experienced an increase in estimated annual income, while
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TABLE V-I
REASONS EXPRESSED FOR JOB TERM INAnONS,
JOB N-I AND JOB N-2

Single most important reason
given for job tennination
a)

Voluntary:
l. Immediate job conditions
2. Low income
3. Personal conflict at work
4. Living conditions
5. Promoted (same company)
6. Personal advancement
7. Work not steady
8. Company left the area
9. Start own business
10. On leave
Subtotal

Number
of
cases

Per cent
of
voluntary

Per cent
of
total

25
20
20
9
7
7
6
5
4

24
19
19
8
7
7
6
5
4
1
100

16
13
13
6
5
5
4
3
3
*
68

I

104

Per cent
of
involuntary
b)

Involuntary:
II. Laid off from job
12. Job or contract ended
13. Company ceased operations
14. Health problem, injury
15. Promoted (same company)
16. Suspended or fired
Subtotal
TOTAL

22
12
10
4
1
I

50
154

44

24
20
8
2
2
100

14
8
7
3
*
*
32
100

*Denotes less than 1 per cent.
one-third experienced a decline. One might expect that voluntary job
tenninations would in general be associated with higher annual income in the
succeeding job than would involuntary terminations. Such was not the case,
however. Estimated annual income in the succeeding. job appeared to be
unrelated to the mode of termination of the job preceding. The direction of
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TABLE V-2
RELATIONSHIP BETWEEN THE DIRECTION OF CHANGE IN
ESTIMATED ANNUAL INCOME AND THE NATURE OF
INTER-INDUSTRY MOVEMENT, FOR RECENT JOB CHANGES
(JOB N-2 TO JOB N-l , AND JOB N-l TO JOB N)

Nature of industry change
From
To
Forestry
Forestry
Other
Other

Forestry
Other
Forestry
Other

TOTAL

Direction of (estimated)
income change
Non-negative
Negative

44
4

TOTAL

23

67

40
12

7
9
10

11
49

100

49

149a

22

Chi-square = 10.0; p < .05.
aIncome estimates unavailable for 5 cases.
income change was significantly associated with the nature of inter-industry
change (Table V-2). The most important contributions to chi-square arose
from the larger-than-expected number of men experiencing a negative change
in income moving from forestry to another industry, and the smaller-thanexpected number of men experiencing a negative change in income moving
from another industry into forestry. In general, this group of workers did
relatively well fmanciaily when entering the forest industry from another
industry, but might expect to do less well moving from forestry into another
industry.
From these data it is apparent that hypotheses regarding the processes of
job choice must be able to encompass a variety of observed behavior. While
the majority of observed job choices were under the control of the workers
themselves, a significantly large proportion of the terminations were not.
Most job changes resulted in an improvement of estimated annual income,
which is consistent with the expected results of rational behavior according to
an income maximization hypothesis. Yet one-third of the observed job
changes resulted in lower estimated annual income, and these were unrelated
to the voluntary or involuntary nature of termination of the previous job.
This would seem to run counter to the notion of the forest worker as an
income maximizer, but it is not inconsistent with the broader concept of a
utility-maximizing "economic man". Alternatively, apparent voluntary accep-
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tance of employment offering reduced income may simply reflect poor
quality of information available to the workers regarding job alternatives.
Whatever the reasons for termination of a worker's job, whether voluntary
or involuntary, job acceptances can only be considered to be voluntary. In
this society, no one is forced to take a particular employment. If one wishes
to search further rather than accept a given offer of employment, he is free to
do so. The next section seeks to examine these job choices and reasons put
forward by forest workers for accepting specific jobs in their recent work
history, and rejecting others.

ANALYSIS OF JOB-CHOICE DECISIONS

The object of this detailed analysis of job-choice decisions was to determine
what factors characterizing different jobs available to the forest workers were
considered to be significant elements in their decision to accept or reject an
alternative employment. Further, the relative weight of the various job
factors, or factor categories, as inputs to their decision-making were sought,
since it was hypothesized that some factors that were perceived as
advantageous or disadvantageous would have greater effect on the actual
decisions that resulted than would some other factors. The job-choice
decision was specified as a function of the perceived differences between a
worker's current employment (or other situation) and the potential alternative; factors that were equally advantageous or disadvantageous were seen as
unlikely to motivate a decision one way or the other. The main categories of
factors considered were: Characteristics of the immediate job and associated
job conditions; characteristics of the personal and family situation; and
characteristics of the local community.
This analysis of the forest workers' job-choice decisions was confined to an
examination of their most recent three jobs, together with three rejected
alternatives which arose during the period covered by the most recent three
jobs. Interviewees provided information on these three accepted and three
rejected alternatives dUring the first part of the interview, as part of their
overall work history. Later in the interview (Appendix I, pages 12 to 17 of
the interview schedule) they considered each of these alternatives in turn, and
outlined the advantages and disadvantages of each employment alternative as
they recalled perceiving them at the time of the decision to accept or reject
the alternative. The features that they saw as being better than, or poorer
than their then-current employment situation were coded (pages 18 and 19 of
the interview schedule) after completion of the interview.
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The specification of "poorer" versus "better" was used rather than a
quantitative measure of differences between alternatives for two reasons.
First, the main interest was in relative weights of general categories of factors
in the job-choice decision, rather than in incremental effects of a given factor.
Second, quantitative information regarding rejected alternatives would likely
be impossible to obtain from interviewees. Thus, the analysis was confined to
assigning tentative weights to categories of job-choice decision factors,
supplemented by some quantitative observations of the characteristics of
respondents' most recent three accepted jobs.
For the 78-man sample, there were 352 job-choice decisions observed. Of
these, 120 were rejected job alternatives and 232 were accepted alternatives.
Generally, it was easier for people to remember jobs accepted than those
rejected; some, however, simply had few alternatives to choose from. Except
for two young workers who were currently in their second job since entering
the labour force, all of the interviewees provided three accepted alternatives
to the analysis. Sixty-three (80 per cent) were able to recall one rejected
alternative; 38 (49 per cent) were able to recall two; and 19 (24 per cent)
could recall three rejected employment alternatives.
Preliminary examination of the observations revealed, as would be
expected, that some of the 46 factors itemized (Appendix I, pages 18 and 19
of the interview schedule) were cited more often than others as influencing
the job-choice decisions. These may be summarized as follows (the number of
respondents mentioning each factor at least once is shown in parentheses):
1. Factors never mentioned in connection with job-choice decision:
(0)
-employment for children
(0)
-modern conveniences
-medical care
(0)
2. Factors mentioned in from 1 to 10 job-choice decisions:
(6)
-quality of work output
(7)
-safety
(9)
-health
(6)
-shift-work hours
-union
(1)
(8)
-suitability of work to worker's wife
(6)
-distance to grocers, main shopping areas
(1)
-employment for wife
(1)
-part-time employment for the worker
3. Factors mentioned in from 11 to 20 job-choice decisions:
(14)
-fellow workers
(14)
-personal investment
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-housing quality
(13)
-leisure time
(10)
-educational opportunities
(10)
-suitability of community to children
(14)
-social regard or status.
(13)
These three groups of factors could be said to exert, respectively, no, little, or
marginal influence on job choices in general, simply because of the paucity of
cases in which respondents mentioned them. There could be several reasons
for this: 1) workers considered the less-frequently mentioned factors to be of
little importance; 2) there was no difference between the job alternatives
regarding these specific factors; or, 3) information about these factors was
unavailable to the worker at the time of the job-choice decision. While these
explanations are philosophically and practically different, it was not possible
to efficiently differentiate between them in the interview situation.
Factors mentioned in'more than 20 instances of job-choice decisions offer
more potential for exhibiting noticeable influence on those decisions. Such
factors are listed in Table V-3, in order of the number of times they were
mentioned in a job-choice context. The most frequently-noted factors dealt
with pay, the relationships between work and the family, · work and the
community, and working conditions themselves. (The number of respondents
mentioning each factor at least once is not shown in Table V-3, but exhibited
a similar ordering.)
A high frequency for a given factor does not necessarily imply that it is
significantly related to the job-choice decisions, however. Simple correlation
coefficients (r) were calculated to determine the degree of relationship
between the factors of Table V-3 and the observed job choices, Y. (Y took
the value 0 if the alternative job was rejected, 1 if the alternative was
accepted. The job-choice factors of Table V-3 took the value 0 if they were
not mentioned as being relevant to a given job-choice decision, and 1 if they
were mentioned by the respondent.)
Coefficient signs were, for the most part, in agreement with the expected
direction of the correlation between observed job choices and factors
describing those jobs. That is, the correlation coefficients between "poorer"
job factors and Y were expected to be negative; the correlation coefficients
between "better" job factors and Y were expected to be positive. However,
only one correlation coefficient was significant-expected better pay per hour
was positively correlated with job acceptance (r= .19, p < .05 for 103
observations). It was at least apparent from this that no single job-choice
factor exerted an overwhelming effect upon the job-choice decisions observed
among the forest workers sampled.
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TABLE V-4
METHOD OF FORMING JOB-FACTOR CATEGORIES BY
COMBINING RELATED INDIVIDUAL JOB FACTORS ;
FOR USE IN JOB-CHOICE ANALYSIS

Variable notation
Poorer Better
lob-choice factors included

(pX j )

(BXD

1. Immediate job
factors

- physical effort
- work pace
-variety
-shift hours
-regular hours
-autonomy
-other immediate job conditions

PXl

BXl

2. Associated job
factors: Social

-union
- company
-industry
-fellow workers
-social regard, status

PX2

BX2

3. Associated job
factors: Income

-overtime hours
-pay per hour
-piecework pay
-chance of layoff
-"a job" vs. no job

PX3

BX3

4. Associated job
factors: Personal advancement

-learn new skill
-use training
-add experience
-responsibility
-promotion
-other personal investment

PX4

BX4

lob-factor category
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TABLE V4 (continued):
5. Family-related
factors

-housing quality
- distance to work
-nearness to relatives
-leisure
-time away from home on job
-community suitable to wife
-community suitable to children

PX5

BX5

6. Local communityrelated factors

-nearness to friends
-cost of living
-entertainment, recreation
-educational opportunities
-community type
--environmental considerations

PX6

BX6

The hypothesis was that the 12 variables were related to the observed
job-choice decision, Y, where:
Y = 1 (if the alternative was accepted)
Y = 0 (if the alternative was rejected).
Table V·5 shows the distribution of responses within the framework of the
12 job-factor variables. The values of chi-square measure the degree of
association between each of the variables and the observed job choice, Y. At
first glance, all of these job-factor categories appear significantly associated
with the job·choice decision, except for PX5, "poorer family-related factors
associated with the job alternative". While PX5 appears not to be a variable
which directly influences job choices in this sample, the other variables are
not necessarily all influential since inter-correlations may be present among
the job-factor categories themselves.
The simple correlation coefficients of Table V-6 examine this possibility for
the job-factor variables, and for "contingent variables" characterizing
individual respondents at the time of the given job-choice decision.
Contingent variables include, among other things, age, marital status, the
presence of children, education, birthplace, ethnic background and previous
labour force experience. The correlation coefficients generally agree with the
results of the chi-square results of Table V-5 with respect to the degree of
association of the PXj and BXj with the observed choice, Y. However, none
of the contingent variables were significantly correlated with Y.
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TABLE V-5
DISTRIBUTION OF RESPONSES DESCRIBING
EMPLOYMENT ALTERNATIVES, BY JOB-FACTOR
CATEGORIES AND DECISION OUTCOME
Number of times recorded for:
Accept (Y = 1)
Reject (Y =0)

Job-factor
category

Total

Chi-square a

1) "Poorer":
PXl
PX2
PX3
PX4
PX5
PX6

45
27
62
30
31
37

40
7
39
5
52
36

85
34
101
35
83
73

17.7
34.1
47.0
46.1
.5 (n.s)
11.3

BXl
BX2
BX3
BX4
BX5
BX6

26
3
37
16
21
14

94
67
160
79
74
77

120
70
197
95
95
91

12.5
34.5
46.7
17.2
8.3
19.1

2) "Better":

aFor PXj chi-square measures association of job-factor responses with
rejection of the job alternative. For B~ chi-square measures association of
job-factor responses with acceptance of the job alternative. All chi-square
values significant beyond p = .01 with the exception ofPX5.
Among the job-factor variables, Table V-6 shows that immediate job
conditions and personal advancement factors were significantly and positively
correlated with one another. Family-related and local community-related
variables were also positively correlated, partly reflecting the difficulty of
categorizing these factors. Significant negative correlations occurred between
"poorer" and "better" income variables, and between "poorer" and "better"
family-related variables. The only significant correlation of a job-factor
variable with a contingent variable occurred between BX4 ("better personal
advancement factors") and the education of the respondent. Apparently,
interest in this job factor was greater among the workers with more
education.
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Turning to the contingent variables of Table V-6, age was positively
correlated with married status, and with the presence of children. Age was
negatively correlated with years of education, indicating that younger men
generally had more years of formal schooling than did the older men. Thus, it
was the younger, more educated men who were apparently most interested in
job-factor category BX4, "better advancement possibilities". Age was also
negatively correlated with "native to British Columbia", suggesting that the
younger men tended to be native to British Columbia, while more of the
older men had migrated from elsewhere. Age was positively correlated with
average job duration for the working career, as has been remarked in an
earlier section.
Married status, appropriately, had a strong positive correlation with the
presence of children. Educational level was positively correlated with "native
to British Columbia", again supporting the view that the younger, more
educated forest workers tended to be native to the Province. Educational
level and average job duration over the career were negatively correlated,
again probably via the age factor.
A multivariate approach was required to relate the independent variables
(the PXj , BX j , and contingent variables) to the dependent variable, Y, in an
expression that would indicate the relative contribution of each independent
variable to the explanation of the observed variation in job-choice decisions.
Because of the limited nature of the dependent variable, Y, multiple
regression analysis was not an appropriate model (Tobin, 1955). Multivariate
probit analysis was suitable to the problem, and uses an iterative technique to
obtain maximum likelihood estimates for the population parameters (Appendix II). Hypothesis testing of the significance of estimated parameters
employs a likelihood ratio method. The value (-2. In A), where A is the
likelihood ratio, is distributed approximately as chi-square with degrees of
freedom equal to the number of parameters estimated in the model minus 1.
The resulting estimates from the probit model can, when translated in terms
of the cumulative unit normal distribution function (e.g., Bowman and
Fetter, 1967, Table A, p. 823), provide an estimate of probability,
conditional upon the parameters specified in the model. In the present case, it
is interesting to estimate the probability that an offer of employment would
be accepted, given the pertinent job-factor characteristics as well as
contingent characteristics of the decision-makers. Probability estimates
pertain to results over a large number of cases; they do not purport to predict
what any given individual will do, faced with a specific offer of employment.
The basic model for the job-choice decision problem is shown on the
following page. The model provides a large number of possible subsets of the
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- b's are the population parameters to be estimated, with b l to b 6
expected to have negative signs, b 7 to b 12 positive signs;
- Y is the observed decision: Accept, Y = 1; Reject , Y = 0;
observations of job choices were assumed to be independent of
one another.
Work was concentrated on variables in lines I, 2, 3, and 7 of the model,
page 109 , supplemented by consideration of the simple correlation results of
Table V-6 (page 107) for lines 4, 5, 6, and 8 of the model. This procedure
produced the following empirical relationships:
independent variable
se
b
1. . .

2. ..

1=

1=

0
-1.31
- .76
-1.33
+1.65
+ .97
+ .98

.30
.16
.28
.37
.13
.21

intercept
PX2
PX3
PX4
BX2
BX3
BX6

0
- .61
- .85
+ .48
+1.30
+ .75
+ .82

.17
.16
.17
.30
.13
.20

intercept
PX1
PX3
BX1
BX2
BX3
BX6

Equation 1 is the unrestricted "best" combination according to the R2
criterion of the regression screen procedure, and calculated using the probit
technique. The value of (-2. In A) = 184. This is roughly analogous to an R2
value of .4 for the equivalent regression equation. The last-entering variable,
BX6, contributed a value of 17. to (-2 . In A), which is significant at p < .01
for 5 degrees of freedom. The intercept term was not significant, and was
omitted to force the relationship through the origin. This did not appear to
affect the magnitude of the other coefficients appreciably. The estimated
parameters were all more than 4 times their respective standard errors; signs
of the co-efficients were as expected.
Equation 2 is the "best" expression given the restriction that factors
concerning the immediate job (i.e., PXl and BXl) and income (pX3 and
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BX3) be included. (The preceding analyses have shown that these factors are
generally considered to be important by forest workers making job choices.)
For equation 2, (-2. In ;\) = 146. The last-entering variable, BX6, contributed
a value of 19. to (-2. In ;\), significant at p <'01 for 5 degrees of freedom.
Again, the intercept was not significant and was omitted. Coefficients were
from 3 to 6 times their standard errors; coefficient signs were as expected.
Of the contingent variables, age, marital status and education were
expected, on theoretical grounds, to have potentially the strongest relationships to job choice. These were explored as simple terms and as interaction
terms as specified in the model, but the results showed no improvement over
those in equations 1 and 2. There was some support for the notion that job
mobility declines with age, and with marriage. That is, employment stability
may increase with these factors. However, the level of confidence in the
coefficients was somewhat less than the p = .05 level. A larger sample would
provide a better opportunity to examine these effects, perhaps.
A price is paid, in terms of the reduced value of(-2. In ;\), for the privilege
of using equation 2 rather than equation 1. However, the results of the
analysis of patterns in recent job changes suggest that a useful empirical
relationship should include immediate job conditions and income factors.
Setting the intercept to zero also reduced (-2. In ;\), but only to a slight
extent. Comparing equations 1 and 2, the coefficients of variables which are
common to both are fairly stable from one to the other. Differences between
the two equations with respect to coefficients for analogous variables reflect
the intercorrelations involved, and the fact that each variable's contribution is
conditional upon the other variables specified in the model. The choice was
essentially to include PXl and BXl in equation 2, rather than PX2 and PX4
as in equation 1. Noting Table V-5 (page 106), PX2 and PX4 refer to a
considerably smaller number of job-choice situations than do PXl and BX1.
While PX2 ("poorer social factors associated with the job alternative") and
PX4 ("poorer advancement chances associated with the job alternative") were
associated strongly with job rejection when they were observed, they were
not observed in many cases. PXl and BXI-comments on immediate job
factors-seem more representative of the sample as a whole.
Equation 2 suggests that the forest workers sampled tended to reject
alternative jobs where :
1. immediate job conditions; and/or
2. income factors
were judged poorer than on their current jobs. It also suggests that workers
tended to accept alternative employment where:
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1. immediate job conditions;
2. social job factors;
3. income factors ; and/or
4. local community factors
were judged to be better than those associated with their current jobs.
Immediate job conditions in job choice usually referred to the nature of the
work- whether labour, operative or more skilled in nature , the physical effort
involved, and nature of specific timber and terrain conditions. Over the
period of the most recent three jobs, respondents tended to move into jobs
that were more man-paced (46 per cent had man-paced jobs in Job N-2, 54
per cent in Job N-l and 69 per cent in Job N). Many comments referred to the
freedom in the work, especially the opportunity to be one's "own boss" and
be free of excessive supervisory pressure. The number of workers involved in
purely physical work declined over the same period , and most considered
their present work easier than earlier jobs. On this point it is difficult to
separate individual advancement over the career from general industry trends,
since labouring jobs are shrinking as a proportion of the occupational
structure. Although repetitiveness remained about the same for the respondents over their most recent three jobs, job content seemed to increase, as
over one-quarter of the respondents felt that their current job took a year or
more to learn effectively, more than double the number giving this response
for Jobs N-2 and N-I .
Income comparisons between the current job and alternatives should, on
the face of it, be quite straightforward. However, these turned out to be
relatively complex calculations reflecting not only the nominal wage or the
stated piece rate , but also the nature of the timber and terrain as they might
affect earnings, the amount of time likely to be lost during seasonal layoff,
the likelihood of being paid for a given amount of work done, and the
expected negotiability of the company's cheque at the bank. Where the
nominal income, weighted by the worker's estimate of the probability of its
realization, was unfavorable for the alternative job compared to the current
job, rejection of the alternative was the common result. The distribution of
changes in estimated annual income accompanying the most recent three job
changes was shifted to the positive side of zero , and especially so for the
change to the current job at the time of the interview. This undoubtedly
reflects, in part, the general wage increases over the whole economy for the
period ; however, it also reflects the forest worker's successful application of
his complicated loss function to his job-choice problem. Nevertheless, 29
respondents experienced a decline in their estimated annual income in the
change from Job N-2 to Job N-!. Income declined for 23 men in the change
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from Job N-l to Job N. Evidently, expectations of greater income in the new
job were not always born out; in other cases, factors other than income may
have been more important.
One such case arises with social factors associated with the job-choice
situation. "Better" job social factors tended to be recorded in connection
with the attraction of the larger companies, which were relatively secure
compared to the smaller, more traditional forest companies. The men
expected steadier work and better living conditions in camp; these effects
seem, in fact , to have accompanied recent forest industry trends. The
opportunity to remove oneself from a difficult personal conflict, particularly
with one's supervisor, was a frequent observation of bettering social situation
at work via a job change. As Table V-I showed (page 97), this was a
numerically important reason given for voluntary job terminations. In both
equations I and 2 the coefficient estimated for BX2 ("better social factors
associated with the alternative job") was considerably greater than that of
BX3 ("better income factors"). This seems to indicate the relatively greater
weight attached to social conditions on the job compared to income factors
for this sample of workers-at least as far as the observed job choices are
concerned. Both income factors and social factors associated with the job
showed relatively greater effect on the job-choice decisions (on the basis of
comparing coefficient sizes) than did the immediate job conditions. The
strong negative coefficient for "poorer social factors associated with the
alternative job" appeared to be largely a reflection of ties of friendship and
loyalty developed between the worker and his fellows, his supervisor and his
company, if he considers that he has been especially fairly treated.
Alternative jobs in these cases would generally be rated "poorer" on the
aspect of job social factors.
The significance of factor BX6 ("better local community factors associated
with alternative job") supports the hypothesis that "better" local community
factors can be influential in the job-choice decisions of the forest workers. In
fact, the local community appeared to be at least as important as income in
the comparison of job alternatives. Comments of workers generally referred
to the nature of the local community of residence-whether it was a camp or
rural area, a town or a city. However, to some, "better" meant being away
from towns and civilization; to others it meant moving to a more settled
community or nearer to friends. Entertainment and recreational opportunities meant to some the more organized team activities of the urban
setting, while to others they meant the hunting and fishing available in a more
rural area. Perhaps the most general statement that can be made on this point
is that local community and living environment were important to the job
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against temporary layoff by giving the worker greater job experience, and by
helping him to become more widely known among potential employers.
FUTURE WORK GOALS
The forest workers' past labour market behavior offers one avenue for
studying their work-related values and goals. Their aspirations regarding
future work offer another. Some aspirations may be simply "pipe dreams",
others more concrete objectives. It is impossible to say how much they will
influence actual labour force behavior in the future ; nevertheless, plans and
dreams say something about the men themselves. For this reason, a few
questions were asked in the interview concerning the forest workers' thoughts
of future employment.
Of the 77 forest workers who responded to the question: "What is the next
job in your company that you would like to have?", 29 or 38 per cent said
they preferred to continue in their present work. Forty-four men (57 per
cent) expressed a desire for a specific job change within the present company.
They were almost evenly divided between those wanting to move horizontally
within their present skill category, and those wanting to move upward toward
a more skilled job. Four men said that they wanted no job in their present
company-including the job in which they were currently employed. There
was no evidence that the respondent's current skill category and the desire for
a different job were directly related . However, there was a relationship
between the respondent's age and desire for a different job (Table Y-7).
TABLE V-7
RELATIONSHIP BETWEEN AGE OF FOREST WORKERS AND EXPRESSED
INTEREST IN A DIFFERENT JOB WITH CURRENT EMPLOYER
Median age or
Older than
younger (born
median (born
1937 or after)
before 1937)
TOTAL
In current company:
1. do not want
other job
29
9
20
2. want other
job
45
28
17
TOTAL

37

37

Chi-square = 5.7; P < .05.
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Workers who were younger than the median age were more likely to express a
desire for another job in their company than were the workers over the
median age . This reflects the generally-observed characteristic of greater
mobility among young men compared to older workers. Men over the age of
35 were more commonly satisfied to remain in their current job. Over
one-half of all those wanting another specific job within their present
company felt that their chances of getting it were good to excellent.
Fewer than one-third of the forest workers reported having had recent
thoughts of obtaining work similar to their present job, but with a different
company. There was no evidence that these responses were related to either
present skill level of occupation or age.
Close to one-half of the respondents said that they had had recent thoughts
about going into a different type of work. Again, there was no apparent
association between these responses and either present skill category or age.
Those interested in different work were evenly divided as to whether they
expected to remain in the forest industry, or change to another industry.
Thus, one-quarter of the sample had recently thought of changing to a job
outside of the forest industry. This is in accord with the broad range of
inter-industry experience represented in their work histories. It reflects the
competitive relationship between forestry and other industries for the same
group of workers. A sizeable proportion of the forest workers remain aware
of alternative opportunities in other industries, and actively weigh those
alternatives in comparison to their current jobs. It also suggests that this
inter-industry competition for workers may be even more important than
competition between companies within the forest industry.

TABLE V-8
RELATIONSHIP BETWEEN CURRENT SKILL CATEGORY OF
FOREST WORKERS, AND EXPECTED JOB IN 5 YEARS TIME

In 5 years expect to be:
1. in current job
2. in other job
TOTAL
Chi-square

Unskilled and
semi-skilled

Skilled and
supervisory

18
29

13

6

31
35

47

19

66

= 3.9; p < .05.
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TABLE V-9
RELATIONSHIP BETWEEN AGE OF FOREST WORKERS
AND EXPECTED JOB IN 5 YEARS TIME

In 5 years expect to be:
1. in current job
2. in other job
TOTAL

Median age or
younger (born
1937 or after)

Older than
median age
(born before
1937)

TOTAL

12
23

19
12

31
35

35

31

66

Chi-square = 3.9; p < .05.
To the question: "What job do you expect to be in 5 years from now?" , 12
men answered "don't know" or "none". Of the remaining 66, 31 men
expected to remain in their present occupation (if not their present job) and
35 expected to be in some other job. Future job expectations were associated
with differences in both present skill category (Table V-8) and age (Table
V-9). (Note that there was no significant degree of association between
present skill category and age group overall. These are treated here as
essentially independent variables.) The chi-square values are near the
borderline of statistical significance, and it is best to avoid making much of
these results. However, the results are not inconsistent with the views that:
1) workers in unskilled or semi-skilled occupations might wish to change jobs
and perhaps advance to a "higher" occupational category within 5 years,
while skilled and supervisory workers are relatively satisfied to remain where
they are; 2) younger workers can expect to be more mobile than older
workers, as they sample alternatives, increase skill, and try to win a suitable
place for themselves in the occupational hierarchy during the trial career stage
of their working life.
Of the 35 individuals who expected to be in other work in 5 years time,
two-thirds thought they would likely still be in the forest industry. Just over
one-half expected to be upwardly mobile with respect to the level of skill
required in their future job; the rest were thinking of essentially horizontal
movements within their present skill category. Nine men had hopes of
embarking on entrepreneurial occupations within 5 years, mainly in farming,
or contract logging (e.g., owner-operator, owner-supervisor). Unlike Chinoy's
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(1955) group of automqbile workers, these men might have reasonable
chances for carrying out their plans and achieving some success. Their present
skills (neglecting, perhaps, managerial skills) are transferable and could be
applied in their own businesses; However, these businesses require a
substantial investment, and are highly competitive. The record of failure from
the job-history analysis is not encouraging . Still, it is interesting to note that,
in occupations and in an industry very different from that Chinoy studied,
motivations toward small proprietorship and its attendant independence are
similarly strong. Perhaps the (North) American dream serves mainly to make
the reality of industrial life acceptable to a broad class of industrial workers.
The responses to these questions show that forest workers have their future
work on their minds. An important fraction of the group interviewed was
aware of employment alternatives within the present company, in other
forest companies and in other industries. The younger workers and workers
occupying lesser-skilled jobs were especially interested in possible job changes
that would improve their position in the occupational structure. Within 5
years, many expected to be in a different , and probably better, job.
A question arises regarding the chances of their expectations becoming
reality. Positions will open over the years , and without doubt some of these
men will achieve their goals. Others, for varying reasons , may not. Luck, or
chance plays a part, as do personal characteristics, and qualifications such as
education. Lack of education especially may hold some to a labour or
operative role, in spite of their personal desire to enter more skilled
occupations. For these men , retraining, upgrading and apprenticing , once
missed, are difficult to return to. It is too expensive to give up present
earnings to return to school or to a low-paying apprenticeship. As forest firms
become larger, and more bureaucratized, education and special training will
pro)lably become more important for skilled jobs. Firms may institute more
training programs on their own, or in cooperation with other companies.
However, where training is unavailable or unattractive, forest workers without
the necessary skills may have to content themselves with remaining in their
present capacities and forego hopes of advancement. Indeed, the data
reported here indicate that this is true for about one-half of the sampled
workers, whether from preference for the current work, or a realization of
the difficulty of making significant changes. Alternatively, the more mobile
forest workers may continue to move with the moving frontier of industrial
development, where formal qualifications are of lesser importance. There
they may have the chance to gain on-the-job experience or training that might
be denied them through formal channels.

119

OCCUPATIONAL CHOICE AND EMPLOYMENT STABILITY

PROCESSES IN JOB-CHOICE DECISIONS

This chapter has examined the forest workers' job terminations, job choices
and expectations for future work in an attempt to describes the factors
influencing their activities in the labour force. Underlying the analysis are the
concepts of the job-choice decision process depicted in Fig. II-I (page 14). It
is now appropriate to question whether that construct (whereby workers
compare employment alternatives with their current situation and choose
rationally between them in the light of personal characteristics, job
characteristics, and constraints) is useful in understanding the labour-force
behavior of the forest workers interviewed.
In general, the job-choice decision model appeared to be valid, but some of
the structural aspects were more important than had at first been expected.
These included: The amount of information available to the workers
concerning job alternatives; personal constraints; and constraints imposed by
the nature of the industry. Also, the amount of effort applied to job search
varied over a wider spectrum than had been tentatively hypothesized.
Examples arose of both the "constant searcher" who was continually seeking
and comparing job alternatives, and of the "intermittent searcher" (relatively
few in number) who looked for other work only when he had to and took
whatever was first offered. However, there was a continuum of intermediate
job-search intensity. The prudent worker, although perhaps quite satisfied
with his current work, had to be on guard against unforeseen layoff for a
number of reasons. A certain reputation with a variety of employers, and a
selection of alternative skills provided him with a measure of security that
one employer and even one industry could not. Although he may have
desired job stability, fluctuating patterns of employment and production that
were beyond his control dictated preparedness for job mobility. Thus, various
structural constraints that were considered relatively passive factors in the
model were actually motivating influences in some cases of job-choice
decisions.
Of the workers' personal attributes, the level of education appeared to be a
major constraining factor which operated to limit the feasible range of job
alternatives. Minimal educational attainments seemed more to limit workers
to certain industries, rather than to specific jobs. Respondents frequently
stressed their inability to compete for well-paid jobs in urban areas because of
educational limitations. In the woods, high-school graduation appeared
helpful in attaining supervisory status, and, of course, apprenticeship was
associated with employability in a skilled capacity.
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Lack of information about job alternatives was a structural feature that
appeared to influence the job-choice process in conflicting ways. Limited
information might cause the reluctantly-mobile worker to substantially
discount expected gains from an alternative job compared to his current
employment , and so tend to restrict job changing. On the other hand, the
suspicion that one is missing out on opportunities elsewhere may actually
increase job changing when full information is unavailable.
The latter situation was noted among three distinguishable groups of
workers: 1) Those with entrepreneurial or managerial desires who were
actively "looking for a break" or for "business opportunities" and who felt
these could be more likely discovered by changing jobs and locations
frequently; 2) pieceworkers whose current income depended directly on the
particular combination of piece rates and operating conditions (e.g. , terrain,
tree size , depth of snow-all of which vary widely in the study region) and
who might reasonably expect to improve their situation by regular job
changing; 3) those who regularly follow the industrial "boom times" in
whatever region or industry they are occurring and who attempt to stay with
the peak combination of wage rates and overtime hours through speculative
job changing. The varying long- and short-run goals of these men, coupled
with the structural constraints which they encounter (e.g., personal qualifications , occupational opportunities, limited information) make their accelerated job-changing behavior seem economically quite rational, in spite of the
incomplete data upon which they base their job-choice decisions. This does
not appear to be in disagreement with the hypothesized model, whereby the
worker compares his current satisfaction with that expected under a
reasonable (although not necessarily concrete) job alternative, and is
motivated to either accept or reject the alternative as a result of the
comparison.
SUMMARY

In this chapter the recent job terminations and job choices, and future job
expectations were examined to gain insight into the process of job choice
among forest workers. The findings were , in brief:
1. Fifty per cent of the forest workers changed occupation and/or industry
in each of their two most recent job changes. Neither their pattern of
mobility nor average length of job tenure appeared to have changed in this
period. Hence, the process of occupational choice seemed to be remaining
stable.
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2. One-third of the recorded job terminations were involuntary, mainly the
result of layoff, completion of a job or contract, or closing of the employer's
operation.
3. Two-thirds of the recorded job terminations were voluntary; the main
reasons given were poor immediate job conditions, low income, or personal
conflict at work. Forest workers appeared to have at least as much control in
job changes as workers in the general occupational structure.
4. Reduced income accompanied one-third of the job changes observed,
and was unrelated to the voluntary or involuntary nature of termination of
the previous job. Income maximization was not always the primary goal in
job changing, apparently.
5. Job-choice decisions- acceptances or rejections of job alternatives- were
weakly related to individual job factors. However, an expectation of better
pay was significantly associated with job acceptance.
6. Job-choice decisions were more strongly related to broad job-factor
categories, particularly those describing immediate and associated job
conditions. The nature of the local community had some association with job
choice~~farnily·related factors were weak.
7. Job changing aimed at bettering social relationships at work was one of
the strongest motivations revealed. It could easily over-ride prospects of
poorer immediate job conditions or poorer income factors in the alternative
job (see point 4. above).
8. Poorer income prospects inhibited job changes to about the same degree
that better income prospects encouraged them.
9. Better local community factors were at least as important as better
income prospects in motivating job changes.
10. Family-related factors were frequently cited but were weakly associated with actual job choices. This may indicate stress upon forest workers
arising from conflict between family values and work necessities.
11. Biographical (contingent) factors at the time of the job-choice
decision-age, marital status, children, education, family background, work
history-were not directly related to the observed job choices. These may
have been embodied in the respondents' evaluation of job factors, discussed
above.
12. Regarding the future , more than one-half of the forest workers desired
a specific job change within their present company. This was unrelated to
present skill category, but age was important. Men of median age or younger
were more likely to want another job in their present company.
13. One-third of the forest workers had thought recently of changing
employers, but not the nature of their work. One-quarter were thinking of
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different work outside the forest industry. Thus, inter-company and
inter-industry mobility may be expected to remain high among these workers.
14. Young men, and those in "lower" skill categories tended to expect to
be in different jobs 5 years hence. Older men , and those in "higher" skill
categories were more likely to expect to be stable in their current job.
15. Forest workers frequently expressed interest in entrepreneurial opportunities, particularly in farming or logging. This seemed to reflect early family
influences.
16. The model of the job-choice decision process (Fig. II-1, page 14)
appeared realistic and useful. Job choices could be viewed as reactions to
judged differences between the workers' current situations and perceived
employment alternatives. Alternatives were usually concrete offers of
employment, but could be more abstract, for example, a generalized search
for business opportunities. Structural factors , especially seasonal unemployment and imperfect information concerning alternatives, were underlying
influences accelerating even voluntary job changes.
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CHAPTER VI
FOREST WORKERS IN THE INDUSTRIAL COMMUNITY
The purpose of this study has been to increase knowledge concerning forest
workers in order to shed light on the causes of certain labour-force problems
in the forest industry. Availability of workers for employment in logging
operations, and job stability among those available for such employment were
the main areas of focus. A principal assumption has been that aggregate
characteristics of the forest work force could be effectively studied by
considering the careers, current jobs, and aspirations of a sample of individual
forest workers. It was also hypothesized that work-related values of workers
currently employed in the forest industry would be reflected in the nature of
the job choices that they have made. These common values, in turn, were
viewed as elements of a set of relationships that might characterize industrial
forest workers as a recognizable community.
JOB STABILITY AMONG FOREST WORKERS

The study has confirmed that unstable features of the overall forest labour
force reflect the work histories of individual workers. If three years is
arbitrarily defined as the minimum duration for a "stable job" (as do Miller
and Form, 1964, p. 596) and anything shorter than that as a "trial job", then
relatively few of the forest workers maintained stable jobs. Average job
duration for their entire careers in the labour force was only about 2 years,
and for the most recent jobs, more than one-half of the respondents reported
tenure of a year or less. Of the most recent three jobs, stable jobs comprised
21 per cent of Job N-2, 26 per cent of Job N-1 and 30 per cent of Job N for
the sampled workers. This illustrates to some extent the expected trend
toward greater job stability with increasing age; however, it is also influenced
by contextual changes in the economy and industry. Thus, at anyone time in
their recent job history , more than 2 out of every 3 of these workers have
occupied an essentially "trial" job. Yet these forest workers may be among
the more stable in the industry. Sampling occurred in the summer, when
workers of high inter-industry mobility might be engaged in construction, or
perhaps agriculture. It excluded workers whose current job tenure was under
6 months, probably a less stable group in general than those eligible for the
sample. Employment instability for the total forest labour force in the region
would be expected to be even greater than that of the specific sample
described here.
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The observed mobility of the forest workers has had three main aspects:
Inter-regional, inter-industry and inter-company. While the last of these is of
principal concern to the study, movements between different regions and
industries provide essential background information and insight. They show
the range of experience as well as the range of potential alternatives available
to the current forest workers. The three aspects of mobility can be discussed
separately, but are in actuality intimately bound together.
Extensive regional migration has characterized the sampled workers. Of the
78 interviewed, only 12 were native to the study region, 22 to British
Columbia. Only one-quarter said that their first job was in the northern
interior region, indicating that the majority migrated subsequent to their
entry to the labour force. This migration has involved mainly Canadian-born
workers, especially from the prairie provinces. They have moved in response
to broad economic forces which have reduced opportunities in their home
regions , while at the same time the attractiveness of opportunities in the
Northern Interior of British Columbia has increased. Although this trend
began as early as the 1930's, its pace has accelerated during the last
half-decade in response to the rapid expansion of industry, particularly
forestry, in the northern interior. This regional mobility has directly
benefited the local forest industry. It has provided a source of workers that
could probably not have been recruited from the small population of the
region alone. The forest industry thus depended upon the regional mobility
of workers to fill its labour·force requirements, and directly encouraged such
mobility by offering wage premiums and other benefits to attract workers to
the area.
Inter-industry mobility has also been an outstanding feature of the sampled
forest workers. Table IV-7 (page 55) showed that 9 years out of the average
19-year working career (i.e., less than one-half) had been spent in the forest
industry. Supervisors appeared to have rather more, skilled workers less,
experience in the forest industry than did the bulk of unskilled or semi-skilled
workers. The men reported that, of the two recent jobs prior to their current
employment, about one-half were in industries other than forestry- particularly sawmilling, transportation, trade and commerce and construction.
Thus, inter-industry mobility represents a long-standing and continuing
characteristic among these workers. It requires an ability to adjust to
different techniques and kinds of work, new machines and working
conditions. For example, it required considerable adaptation for the men who
were raised on prairie farms to become loggers in the Cordillera. Mobility and
concomitant adaptability have been important to the workers in their
attempts to improve income, minimize unemployment and search for
entrepreneurial opportunities.

125

OCCUPATIONAL CHOICE AND EMPLOYMENT STABILITY

The workers' characteristic adaptability and mobility between industries
appears as both an advantage and as a disadvantage to the forest industry.
Since previously-experienced logging specialists were not attracted to the
interior region en masse, loggers had to be developed from other workers who
were available or who could be attracted. Without mobility of workers the
forest labour force would probably be restricted in size; with mobility, it is
not stable, and competition with other industries for workers is pronounced.
Forestry offers lower average wages, considering Canada and British Columbia
overall, than do construction or mining. However, in the study region wages
in forestry were well above average , allowing the industry to compete
strongly for workers.
When forest workers changed employers, they frequently changed location
and industry as well. The job change involved horizontal inter-company
mobility in the majority of cases. Data describing the career patterns of the
sampled forest workers have shown that high rates of overall labour-force
turnover and unstable individual work histories are but two views of the same
phenomenon. The question is: Why should the phenomenon occur, and to
what factors does it respond? Miller and Form (1964, pp. 596-603)
summarized forces acting to stabilize and to destabilize work careers.
Stabilizing factors included : Realization or rationalization of the trail-period
goals; seniority; age; income advancement; marriage and family; home '
ownership; friendship ties; institutional ties; and, identification with work
plant and community. They cited as generally disrupting forces: Cyclical and
seasonal unemployment; technological unemployment; sickness and phy;ical
disability; divorce; and, the chance risks of life. They noted that
Some social forces tend to anchor the individual to a given job and to a
given work organization: others act like cross-currents to jeopardize
occupational stability and security. All workers as they enter into
middle-work life are exposed to these forces and counterforces. Some
emerge with lifelong histories of stability and security; others are caught in
the disruptive forces and have work histories that reveal high occupational
and residential mobility. (p. 603).
Consider first the potentially stabilizing forces. The transition from the trial
period to a stable period in the work career requires that the worker arrive at
a satisfactory compromise between-if not full realization of-his occupational aspirations, and the realities of his particular situation. This implies
employment where the nature of the immediate job and associated conditions
satisfy the worker's needs more adequately than would perceived alternatives.
Forest workers usually regarded their immediate job with favor. The most
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commonly-held values associated with the immediate job might be summarized in the word "freedom". Freedom on the job included the ability to
set one's own work pace, and to a certain extent, the hours of work. Freedom
meant the absence of close supervision, so that one could exercise choice in
the use of work methods and tools. It meant being able to "move around" on
the job, and not be restricted closely to a work station. These factors
appeared to outweigh disadvantageous aspects of the work, such as physical
effort and exposure to the vicissitudes of the weather, and environmental
hazards. Such freedom was not usually unique to particular employers or
jobs, but to the nature of woods work itself. Certain immediate job factors
may, thus, stabilize workers within the forest industry, but not necessarily
within a given company.
Some forest workers had not yet realized (or rationalized) their occupational goals. While on their current jobs, they were actively considering
alternatives for horizontal and upward mobility, both within and outside of
the forest industry. These men frequently aspired to supervisory or
entrepreneurial occupations. The data showed that men who were already in
those occupations tended to be relatively stable, provided they were
reasonably successful. In part , this stability was also due to the twin
stabilizing factors-seniority and age. Workers in supervisory roles , for
example, tended to be older, with more specific forestry experience than the
average. For the sample as a whole, average job tenure increased with age of
the worker. However, age and seniority were not noticeably related to recent
job-choice decisions. The evidence was, thus, somewhat inconclusive regarding the stabilizing effect of age and seniority, suggesting that structural
factors interfered with the development of the normally-expected career
pattern.
Income was a sometimes stabilizing, sometimes destabilizing factor associated with the job. The forest workers' responses indicated a primary
concern with income factors as compared to other characteristics of their
work, a high preference for additional income rather than additional leisure,
and an accentuated time preference for money. The analysis of recent
job-choice decisions showed that, when the current employment compared
favorably with other alternatives on overall income factors, there was a strong
tendency toward stability in the current job. Unfavorable current income
factors, other things being equal, were destabilizing and led to job changes.
The fact that income advancement was in general only weakly associated with
seniority made seniority a correspondingly weak stabilizing factor .
Other potentially stabilizing factors-marriage and family, home ownership,
and friendship ties-were probably as important to the forest workers as they
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are to most other men. Almost two-thirds of the sampled workers were
married and had children, and about one-half owned their own homes. Most
had valued friends both at work and in their local community. Yet these
factors did not loom large in the recent job-choice decisions; choices were as
often made to the individual's apparent disadvantage on these points as to his
advantage. Family men with homes and friends seemed no more likely to be
stable in their jobs then did men without these things. Their homes, although
often distant from their work, could still be a stable feature of their lives,
while they travelled out to various locations for work. That is, a stable home
did not infer a stable work history. Again, it appeared that structural
constraints beyond the forest worker's control were responsible for blocking
the development of a more characteristic pattern. This was also observed in
the expressed lack of strong institutional ties, either at work (e.g., the
company, or the union) or in the local community. While some workers
strongly identified themselves with a local community or district, they did
not necessarily include a particular employer in this connection. Hence,
loyalty to the local community did not correspond to any discernable pattern
of job stability. Where loyalty to the employer and the local community did
coincide, however, a stronger stabilizing bond was formed. Such coincidence
occurred only when the employee was assured of essentially year-round
employment with his company.
Year-round employment implies removal of a principal force acting to
destabilize work careers-cyclical or seasonal unemployment. The mobility of
the current forest workers seemed directly related to characteristics of
industries in which they have worked: The seasonality of operations, their
transience and isolated location, and fluctuating production levels due to
varying market conditions. Unstable industry appears to foster instability in
the labour force. In fact, only highly mobile workers could earn a sufficient
yearly income in seasonal industries to support themselves and a family
adequately.
Security for these men lay in their mobility itself-the ability to find work
in whatever company or industry it was available, and so be employed for as
much of the year as possible. Dominant work values tended to lie in the
portability and variety of their skills, an ability to "do anything" and be a
"jack of all trades", as well as in the pay they received. It was frequently said,
with some pride: "I could quit here Friday night and have another job to go
to Monday morning." The mobile worker made no apology for seeking the
highest pay (wages or piece rate) for his work, consistent with reasonable
associated job conditions. With little semblance of a career-type progression,
or seniority, in his work he looked at jobs and their returns in the short run.
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Work histories showed that this philosophy, to varying degrees , has
characterized the recent labour-force activity of more than one-half of the
sampled forest workers. Jobs of short duration, and frequent movements into
and out of different companies and industries have reflected a search for
"security through mobility", and for maximum income while the work
lasted. Seniority was of slight significance if it meant only that one would be
among the first called back after a three-month layoff. However, other forest
workers said that their current employer sought to provide year-round work
for those who wanted it. This was undoubtedly a factor in reducing turnover
of workers in several of the companies contacted, but was not technically
possible for all companies.
Technological unemployment was not a fear among the forest workers ,
although it was apparently responsible for apprehension on the part of some
fallers. Tractor-mounted hydraulic shears had displaced fallers at two
10cations- 30 at one of these , according to a respondent. The remaining
fallers were left with the most difficult terrain and the largest trees-those the
machines could not handle. Such technical change tended to upset status
relationships in forest work. Fallers have traditionally been the most
independent and highest-paid group of forest workers , and have enjoyed a
certain prestige. Their prestige suffered when it was demonstrated that one
man on a machine could cut as many trees in a day as 5 or 6 fallers . In fact ,
the prestige appears to have passed to the man on the machine.
Still , the forest worker's mobility served to protect him from technological
change. Advanced mechanization has not succeeded in all of the locations
where logging must be done-the mountainous regions particularly. Simply by
changing his location, and probably his employer, the forest worker could
(for the present at least) continue to work in the forest industry without
much change in the nature of his job. Further, technological change has
usually spread rather more slowly in the forest industry than it has in
factory-based industries. This allows more time for adjustments on the part of
the forest labour force-a greater "cushion" against widespread technological
displacement-and so somewhat reduces fears on the part of workers
regarding change. If such change seriously reduced opportunities in the forest
industry, these workers would be prepared to enter other industries to which
their skills were reasonably transferable.
To the other major factors acting to destabilize work careers-sickness,
disability, the chance risks of life-forest workers appeared to be as
susceptible as any other industrial workers would be. Their incidence of
divorce seemed relatively high in this sample, and accompanied an unstable
work history in individual cases. (However, divorce has undoubtedly
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increased in the general population since the 1961 Census figures, used here,
were obtained .) It is problematic which-unstable employment or divorcewas cause, and which effect.
In sum, the destabilizing effects of cyclical and seasonal unemployment
have tended to overcome potentially stabilizing factors among the current
forest workers. Employment fluctuations characterized not only forestry, but
also most of the other industries in which their skills were saleable, and in
which the nature of the work and its rewards met their principal criteria
concerning job freedom and income. These work values (given the forest
workers' relatively low average educational or training attainments compared
to the general labour force) virtually ruled out many of the steadier kinds of
work in urban areas, for example in factories , offices, trade and commerce.
By sacrificing time with his family and friends in the local community, the
forest worker has freed himself to seek job opportunities over a wide regional
area. He may have thus evaded the expected work-stabilizing effects
associated with home, family and community. Neither have age and seniority,
in the absence of a conciousness of career, or at least employment security,
exerted strong forces toward job stability.

THE SEARCH FOR COMMUNITY

The development of a sense of industrial community among the forest
workers was complex, as may be guessed from their varying experience,
career patterns and personal characteristics. They shared, of course, the
nature of the work itself (although particular techniques varied) and a
generally-understood and specific work argot. Manners of speech, and to
some extent, dress, were symbols which identified an individual as an
experienced member of the occupational group.
Formal authority was generally accorded the foreman , who was usually
older than the average forest worker, and who had more specific work
experience in 1999ing. However, occasional observations by workers to the
effect that "the foreman's usually just a figurehead in most places" strongly
suggest the operation of an informal level of authority which acted to control
group attitudes and work performance. This would be expected in a
dispersed, lightly-supervised and essentially man-paced activity such as
logging, especially where piece-rate payments are an important part of the
workers' incomes. On the other hand, foremen sometimes spoke disdainfully
of their less-experienced subordinates ("that man will never make a logger")
when they failed to come up to expected levels Elf performance. The
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There was evidence that "people problems" among foremen were more
significant than were their technical limitations.
Cooperation among direct production workers is also important. The way
in which one man does his work can directly influence the ability of the next
man in the production sequence to do his. An example is the interconnection
between the felling and skidding operations. If trees are felled directionally,
tops pointing in the skidding direction, it is easier for the skidder operator to
assemble a load. This takes more care and effort on the part of the faller ,
perhaps decreasing his production somewhat. However, it increases skidding
productivity. This interdependence is often ignored if piece rates for the two
operations, felling and skidding, are independent of one another. If, on the
other hand, the pay of both faller and skidder operator is tied to their joint
output, they cooperate more closely, and overall output tends to increase.
Work organization is most effective when it harnesses at the same time the
entrepreneurial drives common among forest workers. Something of a trend
in this direction was observed in the study area. In several logging companies,
skidding machines were being sold to employees on easy terms. Employees
then acted as logging subcontractors ("packsack jobbers"), either operating
the machines themselves , or hiring other operators. This encouraged closer
productive relationships among workers at the most primary level, and
inspired greater effort than is common under the usual wage or piece-rate
systems.
Similarly, workers in other phases of logging operations said that there were
" dozens of ways" in which their work could be made easier, or more
difficult, by the actions of fellow workers with whom they came in contact.
(For example, the powersaw operator (bucker) at the roadside landing may
help the skidder operator unfasten his load of logs. The skidder operator, in
turn, may spread the logs for more convenient bucking, and perhaps scrape
some of the limbs from the upper side of the logs with his front blade, as he
begins the return trip to the felling site.) Obviously, cooperative interactions
on the job are an important component of community relationships among
forest workers. Such cooperation requires a degree of specialized technical
skill and practical experience. However, the lack of specialization implied by
the high inter-industry mobility of many current forest workers tends to
weaken work-related community relationships. It also disrupts personal
relationships that might develop among workers under more stable circumstances.
The mobility exhibited by the majority of forest workers also seemed to
reduce effective integration of their work life with their home life in the local
community. Workers staying in camps often commented that their families
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had little idea ot the nature of their work, and they felt that this was true of
the local community in general. Many forest workers had limited contact
with their home communities. With the bulk of their time spent away in
camps, and the days at home usually spent with their immediate family, there
was little time left to develop local community interests.
The logging camps were a feature of the work situation for a majority of
workers in the sample, and their attitudes toward camp life varied. Perhaps
one-tenth of the men interviewed preferred it to living in more settled areas;1
and several of these men said they left the camp rarely except during
shutdown periods. Such men may, in fact, require the simple life offered in
the camp, and may have difficulty functioning in more complex society.
They also seemed to give very little thought to home-one older worker,
originally from Quebec, had not communicated with his family there in 26
years. He used to correspond, he said, "but they kept asking me when I was
coming back, so I stopped writing." The more usual case, however, was to
view the camp as a necessary, but rather undesirable aspect of the job. Thus,
during extended periods of time in isolated camps, some men said that they
"blanked out" thoughts of home and family. Isolation was probably most
difficult for those who could not so control their thoughts. Young workers
felt that they "lost touch" with their friends. Among this group, there may
be a cyclical movement between employment in the woods and work in
town. They may endure forest work and its accompanying relative isolation
long enough to "make a stake", then leave to work in a town for as long as
they can afford it.
One advantage of the camp to many individuals was the lack of
opportunity for spending their money. Workers found it easier to save, under
the enforced self-discipline of the camp milieu. (The poker game is far from
unknown, however, and could endanger those savings.) Forest workers often
expressed impatience with a lack of money. It was not enough to just '~get
by"-they wanted to be able to spend money reasonably freely. This
objective, combined with prevalent educational and skill limitations and the
constraints on available job opportunities, tended to point them strongly in
the direction of forest work from the start. Probably a majority would prefer
work closer to their home or local community, if they could earn the same
income.
It was not uncommon for workers who had been in the labour force for
some time to express regret about their lack of education, and its limiting
effect on their job alternatives. Its concrete result was frequently a
determination to make educational opportunities available to their children,
along with a stable home, even if the father could not always be there. The
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responsibility of so maintaining the family made income a key job factor to
most forest workers. Piece workers commonly set for themselves a minimum
earnings target each day, some saying that they had to go back to the woods
after supper on some days to reach their objective. If one became "lazy" and
began to fall short of the objective consistently, the cost would soon mount
in terms of lost income. "If you just make wages, you might as well go home.
Otherwise, it's not worthwhile to work in the bush, away from the wife and
family-that's worth money, too." (A few men, on the other hand, had an
upper earnings limit which they did not exceed because "the taxes are too
high".)
Responses to inquiries about loggers' sports (e.g., competitions in axe
throwing, pole climbing, log "burling", sawing) indicated that few of the
forest workers took part in them, although they enjoyed watching.
Competitors seemed to be "professional competitors", rather than "professionalloggers". Forest workers often felt that the sporting events were either
contrived or obsolete, and had little relationship to their actual work in the
woods. One man, perhaps more candidly, said that the embarrassment of
losing in such competition might be hard to live down among one's fellow
workers. Still, town fairs that featured loggers' sports were major social events
in the region, even if not many of the local loggers actually entered the
competitions. These demonstrated aspects of logging to the wider community, and so helped to educate the public about the forest industry and the
forest workers themselves. Such events are probably a significant integrating
device, helping to interpret forest work (even though somewhat romanticized) to the public.
There were several other important influences working toward industrial
and local community integration. Nearly one-third of all the forest workers
interviewed commuted daily between their work and their homes in the city,
town, rural area or company-organized camp with family facilities. This
brought work and home into a closer relationship than was possible for
workers living in camps away from their families . Another integrating
influence was the tendency for a number of workers in a given camp to be
from the same local community. This was not universal by any means, but
there was enough pattern to be remarked upon by both workers and
employers alike. The bulk of the workers in one camp came from a town
some 100 miles to the east of their operation; in another camp, many came
from a town 150 miles to the south. On float camps, a disproportionate
number of workers came from "the coast", both east and west. Other
examples of such integration were the frequently-observed father-and-sonteams, and other kinship groups (brothers, cousins) involved in forest work at

134

FOREST WORKERS IN THE INDUSTRIAL COMMUNITY

a given location. Five members of father-and-son teams were found in the
sample of forest workers. In part, this probably reflected the way in which
information concerning job opportunities was transmitted through friends
and relatives to recruit potential forest workers in the home community. It
seemed to indicate a specific desire to work with people who were also
friends or relatives. This tended to connect the work community and the
home community, in spite of time and distance separations. Hughes (1943)
noted that this was a characteristic of woods operations in Quebec, where the
men working for a given employer at a given location might all be from the
same parish. It is logical that such ties would reduce the sense of i90lation felt
by forest workers who must work away from their homes and families. That
the accompanying reduction in stress upon the workers encourages greater
job stability is not established, however.
Holbrook (1938), Hayner (1945) and others observed a developmental
sequence in the community relationships of forest workers in the United
States. During the early stages of forest industry growth its frontier-like
character attracted a highly mobile (although often specialized) group of
forest workers. As the industry developed, local communities grew and forest
workers were increasingly recruited from among those people settled in rural
areas or towns tributary to the logging areas. There was occasional conflict
between the mobile forest workers (the "boomers", "jumpers", or "camp
inspectors") and those who were more stable (the "home guard", or "stump
ranchers")-they were, in fact, two distinct industrial communities within the
same industry. Transient workers resented the fact that the range of their
mobility was decreased by other men who settled down and held onto the
jobs. They saw that this would tend to increase dependence upon the
employer and depress wages. Stable workers, on the other hand, considered
the local jobs in the forest industry to be their own and resisted the migratory
workers who tried to claim them. Gradually, the stable workers displaced the
mobile workers, partly because they were favored in the employers' hiring
practices. The mobile workers had to push outward into new frontier areas,
or themselves change.
Forest workers in the region of this study seemed to be in a similarly
transitional stage of community development, although no specific conflict
was observed. Workers in a near-perpetual career pattern of trial jobs
comprised two-thirds of the sample; yet, tenure on the current job ranged up
to 14 years; indicating the presence of some very stable workers. Average
current job tenure tended to decline with increasing isolation of the camps,
perhaps indicating some parallel with the historical trends suggested above. It
is possible that a community of forest workers whose dominant values
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include stability within the industry, the region and perhaps even the
company is gradually replacing a community of workers whose dominant
interests are served by mobility. If such a transition in the character of the
forest work force is taking place, the data of this study cannot be looked
upon as in any way fixed, but simply as measurements of a changing system
at one point in time.
There is an interdependence between the industrial community, the local
community and the environment within which both exist. The economic
environment of the forest industry is changing, with accompanying trends
toward a mature industrial structure composed of fewer , larger firms. Forest
operations become more capital intensive in response to world-wide competitive forces; hence, the kinds of jobs in logging change. Technological
imperatives dictate stabilization of productive operations in forestry, for
example, the use of machines year-round to reduce fixed costs per unit of
output.
Changes in the character of the forest industry should have direct
consequences for workers in the forest labour force. As the technology
changes, immediate jobs are likely to become more factory-like, less free.
Forest workers, for whom a sense of freedom on the job was an outstanding
factor, may seek other employment or move to other locations where
mechanized methods have not yet been adopted. Other workers more
adapted to the new technology may replace them. The accompanying
increased educational and skilled-trade requirements may be difficult to meet
except by recruiting men from outside the forest work force. There was an
apparent lack of general interest in retraining, e~pecially if it would involve
some sacrifice of current income, among the forest ~orkers sampled. The
data presented here revealed no significant pool of untapped training in the
skilled trades in the current forest labour force. It is still an open question
whether changes taking place in the forest industry will make conditions
sufficiently attractive to fill projected needs for skilled workers. If not,
opportunity for unskilled and semi-skilled workers to learn trades through
informal channels on the job may still remain.
The year-round use of machines implies year-round employment of
machine operators and maintenance workers. This should tend to remove a
major factor-seasonal unemployment-disrupting work careers and motivating job changes in response to (or anticipation of) layoff. This factor
accounted for almost one-half of the involuntary terminations recorded for
the most recent jobs among forest workers. Ajob may become more valuable
through being more secure, and so less readily given up for uncertain
alternatives. The forest worker , whether married or single, would be able to
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afford job stability if it were to assure him employment throughout the year.
Steady employment may encourage increased specialization of the forest
work force in the forest industry, as well as a more continuing attachment to
a particular employer. This obviously would increase the workers' dependence upon the employer by reducing their job options, and by increasing the
stakes if they were to lose their jobs. Thus, a rise in the forest workers'
support of unions should be expected, countering the increased centralization
of the industry. Accordingly, negotiation of grievances may gradually replace
individual protests (through quitting the job) over job conditions, income
factors and interpersonal conflicts-the three most.frequently given reasons
for voluntary job terminations. Negotiation should encourage real changes in
those conditions which cause unnecessary conflicts between the interests of
employers and employees, something that many scattered individual acts of
protest are unlikely to do. It would seem that both management and workers
could only gain by removing unnecessary points of friction that lead to high
rates of turnover.
In the study region, all of the major influential segments of society have
taken an interest in the development of the forest industry-employers,
workers and government. The Provincial Government has been involved in
several ways: By setting the forest management ground rules for development
and sustained use of the forest resource; by supplying manpower counselling
and employment information services; and by undertaking programs of job
training and upgrading of forest workers. The government has been involved,
along with the larger employers, in planning new towns for workers
associated with the expansion of forestry operations into what were
essentially wilderness areas. These programs are young, and judgement as to
their effectiveness must wait for later, and larger attempts at appraisal.
However, one cannot help but notice in travelling over the area the difference
in the style of life offered to forest workers in these new centres, compared
to that of the bush camps which are still in evidence.
The forest industry structure and the forest labour force structure appear
to be evolving together, in a way that promotes the development of a sense of
industrial community. Statistics have demonstrated the widespread changes in
the industry in recent years. While statistics are less readily available
concerning the labour force, changes must occur there also, through the self
interest of the workers themselves. Some current forest workers will adapt to
the coming changes and increasing stabilization as they did to the need for
mobility before; others may be unable to change and will continue their
present irregular career patterns on the still-expanding fringe of industrial
development. For individual workers, the choice will depend upon the kinds
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of community relationships that most suit their needs-the tenuous links and
minimal demands of the mobile industrial community, or the more secure,
but more complex integration with a stable community of industrial forest
workers.
EXTENSIONS OF THE RESEARCH

This limited study has examined the process of occupational choice and the
characteristic of employment stability among forest workers in a particular
region. The results may still be reasonably applicable to other regions, and to
other rural workers besides forest workers. The extensive mobility observed
in the sample helps to support this point of view by including a considerable
proportion of workers from other regions and other industrial backgrounds.
However, workers who migrated from these regions and industries may differ
from those who did not. The expansive conditions of the forest industry in
the Northern Interior of British Columbia may differ from other regions in
ways that would influence job choices, and perhaps job-choice processes of
forest workers. The hoped.for situation is that the model of the job-choice
process employed in this study is general, but this cannot be determined
without wider study. These points could be checked by a series of relatively
small random samples among forest workers (and perhaps other industrial
workers) in various regional areas of interest, employing interviews in the
general manner of this study. Such investigations would provide a more
secure basis for generalization of the study results to broader populations of
forest and other industrial workers, if the results supported those reported
here.
The community concept seemed helpful in representing forest workers'
relationships with one another, and with other aspects of their society. The
approach of this study is only one of many possible, however. Other
techniques could include the application of the community concept to study
in detail the relationships of workers within particular local communities, and
to compare local communities over time. This might better specify the effects
of changes in environmental influences and the process of community
development and change.
It would be presumptuous, perhaps, to attempt policy recommendations
for even a regional forest industry on the basis of the limited sample available
to this study. The main objectives have been theoretical and procedural,
rather than directly practical. Yet forest companies, partly through their
interest and cooperation in the research, seemed to express a need for
practical results for purposes of recruiting and retaining suitable employees.
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Forest workers seemed equally concerned with finding and holding remunerative and otherwise suitable jobs.
Some useful information should be contained in the data presented in
earlier chapters, which the various parties could interpret as a source of
first-approximation material. However, progress in matching the needs of
employers and employees would involve study of a broader nature, requiring
more extensive sampling over time. It would also involve widening the
theoretical scope of investigation to include productivity, since stability is not
the only criterion of "suitability". Productivity was not examined systematically in this study although wide individual variations were evident, and
most easily recognized among piece workers. Relationships between incentive
payment methods and productivity in forest work appear to offer especially
fruitful possibilities for study.
Psychological and physical testing may be appropriate in operational
applications, and could potentially add a great deal of depth to the analysis of
job choice presented here. Company or industry-wide training programs for
forest workers-operators, skilled workers, or foremen- could probably be
made more effective by taking such factors into account in the initial
selection procedure. The results of this study should provide some initial help
in this direction by suggesting the variety of factors that forest workers weigh
in job-choice considerations, and by providing an analytical model that seems
a useful representation of the job-choice decision process.
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APPENDIX I

INTERVIEW SCHEDULE
The following pages present the interview schedule used in the study,
reduced in size from the original 8-inch by 14-inch format. The first page was
simply a sheet of 1/4-inch graph paper. Job histories of respondents were
sketched (not necessarily to scale) on this page at the start of the interview,
e.g.:
Year
first job:
-occupation
-industry

second job:
-occupation
-industry

-occupation
-forest industry

-regional
location

-regional
location

-regional
location

Dates referred to the nearest quarter year where possible.
Information on the 3 most recent of · these jobs and the 3 most
recently-rejected alternative jobs was summarized on page 2 of the schedule.
Pages 3 to 11 recorded detail on the most recent 3 jobs: Job N-2 (defined in
text) on pages 3 to 5; Job N-l on pages 6 to 8; and Job N on pages 9 to 11.
(Oilly one set of pages is reproduced here.) Pages 12 to 14 recorded
job-choice decision factors for these 3 accepted jobs; pages 15 to 17 did the
same for the 3 rejected jobs. (Only one page of each is reproduced here.)
Pages 18 and 19 codified responses from pages 12 to 17. The remainder of
the schedule is self explanatory.
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Each yt is thus a function of the Xt'S (via It) and of 11- The Ifs, which play
the role of disturbances, may be interpreted as critical values of the index, reflecting individual tastes. If e.g., y = car ownership and x = income, an individual with a high 1* would own a car only if his income x is so high that It~It.
"Letting F(z) = value of the standard normal cumulative distribution at z,
we have
(5.8)
Prob{y=I:I}::::; Prob{I*";; I:I}
F(I)
and
= I - F(I),
(5.9)
Prob { y = O:I}= Prob {I* > I:I}
in view of the fact that 1* is N(O,l). The fact that I, and hence the
probabilities, is a function of the B's suggests maximum likelihood estimation
of the B's. Without loss of generality, suppose the sample to be ordered so
that the first S observations have y = 1 and the remaining T-S observations
have y = O. Then the likelihood of the sample is

with logarithmic likelihood
8

(5.11)

L = ~ 1 log F(It) +

T
~

t=8+1

log [l-F(It)]'

in which each term is a function of the B's:

(5.12)
Setting the derivatives of (5.11) with respect to the B's equal to zero gives the
normal equations determining the maximum likelihood estimators, the B's;
the normal equations are of course nonlinear.
"In the probit model, the conditional expectation is given by

the ordinate of the cumulative normal distribution, which necessarily falls in
the unit interval, and which forms an S-shaped curve. The estimated
expectation is :9't = F(lt) = F(~B), which has the same properties."
Iterative techniques are used to obtain maximum likelihood estimates-
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initial values for hi are assumed, and iterations are performed until the 6 b's
become negligible (Tobin, 1958).
Hypothesis testing employs a likelihood ratio test. Calculations are
performed on both a restricted (R) and an unrestricted (D) set of parameters,
and the ratio

L(R)/L(U) = 'A

(0

<

'A ,,;; 1)

is determined. The value (-2. In 'A) is approximately distributed (for large
samples) as chi-square with degrees of freedom equal to m if there are (0, 1,
2, ... m) restrictions in the hypothesis. Smaller 'A implies that the hypothesis
is less likely to be true; significance can be evaluated using an ordinary table
of chi-square values.
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